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Abstract

The purposes of this research were to
develop indicators for students’ desirable characteristics
and the goodness of fit of structural relationship model
consistency of confirmatory factor analysis with the
empirical data. The multi - stage random sampling
method was applied. The research sample consisted
of 400 basic education school teachers. Data collection
tool was a five-level rating scale questionnaire with a
validity ranging from 0.60 to 1.00 and a reliability of
0.981. Collected data were analyzed by computer
programs .

The research findings:

1) The appropriateness of the indicators for
students’ desirable characteristics ranged from 3.78 to
4.57 and most of the samples had consistent opinions
with the standard deviation from 0.60 to 0.85. One
hundred and three indicators of students’ desirable
characteristics were obtained, of which 48 indicators
related to morality, 27 to achievement, and 28 to
happiness.

2) The goodness of fit of structural relationship
model showed its consistency with  the empirical
data (Chi-square= 30.24, df = 23, P = 0.20, GFI = 0.97,
AGFI = 097 and RMSEA = 0.02 ). Statistical analysis

results confirmed the research hypotheses.
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Abstract

The purposes of this research were to
develop the strategic leadership indicators for
Educational Service Area Office’s Directors and to
examine the goodness of fit of structural relationship
model consistency of confirmatory factor analysis with
the empirical data. The multi - staged random
sampling method was applied. The research sample
consisted of 388 administrative staff of the
Educational Service Area Offices. Data collection tool
was a five-level rating scale questionnaire with a
validity ranging from 0.55 to 1.00 and a reliability of
0.97. Collected data were analyzed by computer
programs.

The research findings:

The strategic leadership composed of three
major factors, 12 sub-factors and 116 strategic

leadership indicators. The appropriateness average
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value of the indicators was considered much to most
ranging from 4.05 to 459 . Confirmatory factor
analysis was examined and it was found that the major
factors, the sub-factors and the indicators were each
weight loaded more than. 30 with 0.82 for controlling
and evaluating the strategy, 0.81 for determining
direction of organization, and 0.77 for putting the
strategy into practice.

The goodness of fit of structural relationship
model showed its consistency with the empirical data
(Chi-square= 33.24, df = 23, P = 0.11, GFI = 0.95,
AGFI = 095 and RMSEA = 0.01). Therefore, statistical

analysis results confirmed the research hypotheses.
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Abstract

The objectives of this research were: 1) to
construct and develop the indicators of transforma-
tional leadership for private university administrators
in Thailand, and 2) to examine the goodness of fit of
structural relationship model consistency of confirma-
tory factor analysis with the empirical data. The samples
were 335 administrators and lecturers selected by Multi-
Staged Sampling. The instrument was the 5-Level
Rating Scale. Data were analyzed by using computer
programs to calculate the basic statistics, confirmative
analysis. The second order confirmatory factor analy-
sis was applied to examine the congruence of factor
structural model of transformational leadership for
private university administrators in Thailand with the
empirical data.

The research findings:

Four major factors affecting transformational
leadership of private university administrators in
Thailand were obtained. There were; 1) idealized

influence, 2) individual consideration, 3) intellectual
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stimulation, and 4) inspirational development. These
four major factors were performed through 13
sub-factors with 66 indicators. The weights loaded of
the four factors were 1) 0.84 for the intellectual
stimulation,

2) 0.83 for the idealized influence, 3) 0.80 for
the individualized consideration, and 4) 0.79 for the
inspirational development.

The goodness of fit of structural relationship
model showed its consistency with
data (Chi-square= 40.24, df = 19, P = 0.11, GFI = 0.98,
AGFI = 0.96 and RMSEA = 0.001 ). Statistical analysis

results confirmed the research hypotheses.
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Development of Effective Private Bilingual School’s Principal

Leadership Structural Causal Model: Behaviors and Skills

Abstract

This study aimed to detemine what factors/
variables make up effective principal leadership
behaviors as they apply to private bilingual schools
and what factors/variables make up effective principal
leadership skills as they apply to private bilingual
schools. Causal relations among these three dimensions
(behavior, skill and effective leadership) were examined,
and hypotheses (that the relationship among these
variables would be positively correlated) were tested.
The structural equation model (SEM) and LISREL
software were taken into account for analyses. The
research instruments were constructed from previously
empirical evidence of both foreign and Thai studies
and the results from an open-ended questionnaire
survey. Next, 720 sets of a self-administered
questionnaire were distributed to 60 randomly selected
schools in Bangkok and three nearby provinces
(Nonthaburi, Pathum Thani, and Samutparkarn). The
return rate was 94.9 percent (683 of 720), but only 91.5
percent (659 of 720, after dropping incomplete data)
were taken into analyses. The 659 objects were
separated by using SPSS function into two sets, the
first set composed of 350 objects for conducting
exploratory factor analysis (EFA), and the other set of
309 objects for conducting confirmatory factor
analysis (CFA).

Patee Tintavee*

The results of EFA and CFA revealed the
measurement model of behaviors, skills, and effective
leadership measuring indices. The behavior measurement
model was composed of 28 behaviors which included
eight behavior factors: participating and encouraging
for reaching a goal, visioning and being a role model,
demonstrating patience and politeness, emphasizing
relationship and team-work, supporting instructional
improvement, encouraging student involvement,
demonstrating instructional leadership(3 items), and
creating relationship with parents. The skill measurement
model was composed of 23 skills which included seven
underlying skill factors: understanding multicultural,
instructional and learning processes; emphasizing both
people and work quality; aligning resources with goals
and plans; exhibiting collaborating skills; adhering to
financial management and regulations; exhibiting
educational research skills; and evaluating program
and achievement. The measuring indices measurement
model was composed of 22 measuring indicators which
included five measuring indices factors: school im-
provement and leadership; staff quality and morale;
school reputation; relationship and achievement; and
empathy and maturity.

The structural equation model with causal
relationship among latent variable leadership behavior,

skill and effective principal leadership was taken into
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o
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analysis, and the hypotheses were tested. The overall
results of structural equation model indicate ?2 was
insignificant (?2=119.84, df=121, p=0.51). GFI=0.96;
AGFI=0.93; RMSEA=0.00; NNFI=1.00 and CFI=1.00).
These indicate the model fits well to empirical data,
and the relationship among latent variables (behavior,
skill and leadership) are positively correlated, all
hypotheses were accepted.

Keywords: School leadership, Principal leadership,

Effective behaviors, Effective skills
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leadership measurement model) i 22 #2E¥n Usznou
Ju 5 Tady Tdun (1) mawmnnueelseEsunaznme
fh ) aunwwaryTymdulavasaguazdsiueu
(3) AruiigaL vouaslsuEun (4) AN WUSLATNG
“ugn3 uaz (5) Aruiveniiulauazydine

WM BURATIH WAUEEY WwiRTering
woAngau vinwe uaznmefihfifiuse " nana suldsel
Aoneffifiuse " nBnavaslsudey sunwenyull
SnBwarawnAnasy (0.89) uaziinwe (0.42) umzlu
wnuzfrafungAnssud vaaludorinuzdii (0.58) We
FIFTNAINALUUUNINTFIU (standard score) WRTHI
WUURTY “UiusIBY wnuesiuUshy i AulsE
(well fitted) TutipyaiByUsedny (empirical data) uaz
\Jusuuuiiusendn (parsimonious) [AiiAT fFsor
(X2=119.84, df=121, p=0.51; GFI=0.96; AGFI=0.93;
RMSEA=0.00; NNFI=1.00 and CFI=1.00)

1. Introduction

The Thai Education Reform decree 2542 B.E.
allows schools to organize bilingual education with
English Program in order to promote English
proficiency for Thai students to be competitive in this
changing global age (Maneerin, 2003). Hence,
bilingual school is an appropriate alternative for new
settings and global requirements (Carnoy, 1999). The

new school type, bilingual school, will require the



different forms of leadership that has been provided
with the skills needed to meet the challenge (Usdan
et. al., 2000). Duttweiler (1988) stresses that an
effective principal as school leader has to possess
effective leadership behaviors that are flexible and fit
to school settings.

Under the pressures of changes, Thai educators
have to consider and examine the critical arguments
of how to provide the readiness of school leaders to
fulfill global requirements and changes. What are
effective school leadership behaviors and skills needed
for effective school management in amidst of global
circumstances?

This study focuses on administration of
private bilingual schools, which may demand for school
principals who have distinguished working manners,
behaviors and skills. The research examined effective
principal leadership behaviors and skills of private
bilingual school’s principal leadership. And the
structural causal model of bilingual school leadership,

behaviors and skills were constructed and confirmed.

2. Literature Review

2.1. Definition of Bilingual School in Thai Context

In accordance with section 25, Ministry and
Department Revised Act BE. 2534, the Ministry of
Education Policy declares “Teaching and Learning
Management of Ministry of Education’s English
Program B. E. 2544” which delineates bilingual
education into two programs; English Program (EP)
and Mini English Program (MEP) (MOE, 2001). EP
provides teaching and learning in English in all
subjects included English, Mathematics, Science, and
Physical Education except the Thai language, and
Social Studies in the parts of Thai law, culture and
tradition. MEP, like EP, provides teaching and learning
in English but not more that 50 per cent of teaching
time. And this project is also called, “English Program
(EP)” (MOE, 2003).

22. Bilingual School and Globalization Contexts

In this 21% century, all regions and countries
all over the world have been encountering with
globalization and internationalization contexts.
Multi-cultural competency is a basic requirement for
advancement (Ngai, 2002). The multi-cultural
competency includes bilingual/multi-lingual ability,
cross-cultural knowledge, and intercultural communication
skills. Bilingual ability is, therefore, becoming increasingly
important and necessary for global and local interper-
sonal - and intercultural-communication competency.
Ngai (2002) demonstrated that bilingual ability is very
important and useful for all students and people in
general.

Thailand is therefore effecting by the above-
said situations. In order for us all to cope with changes,
educational policies are needed to be revised, rear-
ranged and shaped to enhance human resource’s abili-
ties in order for people to thrive in a very competitive
global arena (Ministry of Education (MOE), 2004). The
1977 Constitution and 1999 National Education Act
prescribe basic principles as well as challenging guide-
lines for education system provision and development
(MOE, 2004). One of educational policies, announced
in the period of the Prime Minister Taksin Chinawatra’s
government, prescribed that Thai students must be
able to use English as second language to deal and
cope with global economy (Chinawatra, 2004). The
policy’s objective is to develop intercultural communi-
cation competency to Thai students.

To deal with globalization and gain high
opportunity, parents are seeking for education choices
for their children. Bilingual education/school is a good
choice at lower cost than international schools
(Chinawatra, 2004).

2.3. Leadership Behaviors

Leadership behavior approach basically
focuses on two kinds of general behaviors of leaders;
1) responding to goal achievement or task behavior,
and 2) helping subordinates feel comfortable to work
with others or relationship behavior (Bass, 1990; Burns,
Daiels & DeAgelis, 2001; Northouse, 2004, Yukl, 2002).
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There are no universal effective behavior sets that can
be described and applicable to all situations (Northouse,
2004, Yukl, 2002). Leader attributes are effective in
different situations, and the same attributes are not
optimal in all situations (Yukl, 2002). Besides, leader
behaviors can be defined as the process where an
individual socializes with and empowers others in terms
of motivation and morality. This has been known as
transformational leadership (Northouse, 2004). There
is no common set of leadership behaviors that can be
applied to all circumstances. Different settings require
particular leadership behaviors to make followers
contribute their highest capability. Therefore, the
question is, “what are effective leadership behaviors of

the private bilingual school principals?”

24. Leadership Skills
Skill is an ability that can be developed, not
by birth.

performance (Katz, 1974). It is an ability to do some-

It can be easily seen by one’s working

thing in an effective manner (Yukl, 2002). Northouse
(2004) added that “leadership skills are the abilities to
use one’s knowledge and competency to accomplish a
set of goals or objectives.” Generally, an administrator,
as a leader, is one who (a) directs his subordinates
and (b) undertakes the accountability to achieve cer-
tain objectives (Katz, 1974, Northouse, 2004). Katz
(1974) and Northouse (2004) propose that an effective
leader applies three basic skills which is so-called
“Three-Skill Approach.” he three skills are technical
skill, human skill, and conceptual skill. Katz (1974)
stated that conceptual skill always embodies both
technical and human skills to translate knowledge into
action. The three-skill approach delineates leadership
skills into three basic skills. But it cannot explain and
specify particular skills required for problem solving,
and it can neither demonstrate particular skills of
effective leaders (Northouse, 2004). Mumford et al.
(2000, cited in Northouse, 2004) formulated “skill-based
model of leadership.” The model examined the
relationship between leader’s knowledge and skills and

the leade’s performance. The skills were referred as
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competencies which we all can learn to develop and
improve. The model refers skills and knowledge as
competencies which are comprised of problem-solv-
ing skills, social judgment skills and knowledge. Based
on Katz’s “Three-Skill Approach” and Mumford and
colleagues’ “Skill-Based Model of Leadership”, both
approaches were studied in business organizational
contexts. The argument is “what are the necessary skills
for effective leadership in different organizations?” and
that leads to the argument “what are the effective
skills for an effective private bilingual school’s

principal leadership?”

25. Principal Leadership: Empirical Evidences from
Western Countries

Scott, Ahadi and Krung (1990) noted that prin-
cipal leadership is a significant element in the school’s
success. Strong leadership from principal is a charac-
teristic of successful schools (Weber, 1971; cited in
RBSI, 1987). The arguments are “what is the effective
tomorrow’s principal?” and “how principals exercise
their leadership?” Duttweiler (1988) stated that the
effective principal leadership “must display the vision
and skills necessary to create and maintain a suitable
teaching and learning environment, to develop school
goals, and inspire others to achieve these goals.” There
is, of course, no single model of distributed leadership
that is sure to work for every school. Usdan et al
(2000) argued that the school in 21st century will
require a new kind of principal, whose roles will be
defined in terms of instructional leadership, community
leadership and visionary leadership. The role of the
principal is centered. The principal must be a matter
of effectiveness, leading a community of teachers,
learners, and other school community members (Usdan
et al, 2000). Lezotte (1997) stated that all of effective
school’s leaders have strong instructional leadership
and a strong sense of mission. They demonstrate
effective instructional behaviors with high expectations
for all students. They monitor student achievement,
and they operate the school management in a safe and

orderly manner. The effective principal leadership must



play a vital and multifaceted role in setting the
direction for schools to be positive and productive
workplaces for teachers and vibrant learning
environment for children (Davis, Darling-Hammond,
LaPointe and Meyerson, 2005).They leverage student’s
achievement by supporting and developing effective

teachers and by implementing effective processes.

251 Effective Principal Leadership Behaviors

Effective principals are flexible in their
approach to leadership. They use appropriate type of
control for professionals (Duttweiler, 1988). They build
cohesiveness within organization and recognize and
reward staff accomplishments. They solve problems
through collaboration. Effective principals are “leaders
who effectively improve the teaching and learning
processes in their schools” (Paige, Rees, Pretilli, and
Gore, 2004). Bulach, Boothe and Pickett (2006) noted
that “leadership behaviors allow principals to create
positive school cultures and learning environments.”
Bossert and colleagues (1982, cited in Research for
Better School Inc. (RBSI), 1987) found the following
general behaviors of principals in effective schools: (a)
principals emphasize achievement by setting goals,
developing performance standards for students, and
expressing optimism that students will be able to meet
the goals; (b) principals are more active and powerful
in areas of curriculum and instruction-they make
decisions in these areas, the principals can leverage
district support and resources for improvement of
curriculum and instruction, furthermore, these
principals understand community power structures and
maintain appropriate relationships with parents; (c)
principals devote more time to coordination and
control of instruction and are more skillful at the task
involved-they observe teachers more, and are more
supportive to teachers’ improvement efforts, they
promote in-service opportunities and are more active

in setting up teacher and program evaluations.

2.5.2 Effective Principal Leadership Skills
Schmieder and Cairns (1996) noted that skill

is a proficiency, ability, or dexterity. Many researchers
studied and identified effective principal skills in
various settings. Schmieder and Cairns (1996) have
identified the crucial skills for highly effective
principals in their work titled “Ten Skills of Highly
Effective Principals.” Hoyle, English and Steffy (1998)
have contributed “Skills for Successful 21* Century
School Leader: Standards for Peak Performers.” Yukl
(2002) published the book titled “Leadership in
Organization.” Bennis and Towsend (2005) identified
critically effective leadership skills in the “Reinventing
Leadership: Strategies to Empower the Organization.”
The most common skills reported by these scholars
are: applying effective staff evaluation processes;
articulating the district and school vision, mission and
priority to community and mass media; assessing
student achievement; communication skills; demonstrating
conflict resolution and interpersonal sensitivity skills;
demonstrating group leadership skill; engaging in
effective community relations and school business
partnerships; decision making based on facts;
understanding of diversity and technology; and using

technology to enhance administration.

2.6 Principal Leadership: Empirical Evidences from
Thailand

26.1 Effective leadership Behaviors in Thailand

Some prominent researches proved relationship
between leadership behaviors and effective leadership,
especially in the area of educational leadership. The
most common effective leadership behaviors were found
in the previous studies of Buranajant (2007), Leksansern
(2006), Kusol (2000), Kaewmesri (2002) and Sirisunhirun
(2004). The behaviors included: promoting harmony
activity among staff and team working; creating
communication and academic cooperation network with
both internal and external associates; coordinating with
work groups in organization to get cooperation and to
work together effectively; defining/sharing clear
vision, mission, policy, goals and strategies for educational

administration; encouraging staff to participate in the

Journal of Educational Administration, kku ®
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process of creating vision, making plan, policy and
setting targets; communicating clear organization
direction, goals and operational guideline to all members;
promoting and supporting staff to develop and display
their leader roles with high potentials; being a good
representative and a role model; being a good listener;
honoring and respecting others; being visibly present ;
being friendly; supporting subordinates to get crucial
resources and fairly allocate the resources; encouraging
subordinates to initiate and share their ideas with
others; and providing reliable assessing system and

rewarding system.

2.6.2 Effective leadership Skills in Thailand

There are few studies about effective
leadership skills in Thai settings. Fortunately, authors
who studied leadership behaviors put leadership skills
as a part of their studies (Sirisunhirun, 2004). The
common leadership skills found in Thai settings
reported by Jirakuntavorn (2005) and Sirisunhirun
(2004) are: communicating policies clearly; analyzing
weak points of school and reflecting to strategic plan;
providing information and communication technology;
applying new equipments and technology; supporting
team working; empowering the staff to achieve goals;
being good at decision making; analyzing community
needs and reflecting in curricula; and diagnosing the

effects of job and personnel.

2.7 Evaluation of Effective Leadership

Most researchers evaluate leadership effec-
tiveness in terms of consequences of leader’s actions
(Yukl, 2002). The most commonly used measures of
leader effectiveness are goal achievement and follow-
ers satisfaction. In educational studies, Halpin (1956,
cited in Bass, 1990) reported that school administra-
tors who were rated as effective leaders were described
as high both consideration (relations) and initiation of
structure (tasks). Keeler and Andrews (1963, cited in
Bass, 1990), who studied the relation of principal’s
leadership to performance of pupils in Canada public

schools, reported both consideration and initiation of
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structure were significantly and positively related to
pupil’s examination scores. In a large-scale Canadian
study, Greenfield and Andrews (1961, cited in Bass,
1990) obtained results indicating that consideration
and initiation of structure by classroom teachers were
positively and significantly related to the scores of
their pupils on achievement test. Grady, Wayson and
Zirkel (1989) concluded that most researchers agree
that academic achievement is the criterion for measur-
ing effective schools. Goal achievement and follower
satisfactions are applied to examine leader
effectiveness(Yukl, 2002).

2.8. Developing of Research Framework

Researches on effective school leadership
eveal that school success is influenced by effective
school leaders (Davis, Darling-Hammond, LaPointe and
Meyerson, 2005; Lezotte, 1997; Usdan et al.,, 2000). The
important factors of the effective school leaders are
their effective leadership behaviors (Davis et al., 2005;
Lezotte, 1997; Usdan et al., 2000) and their effective
leadership skills (Hoyle, English & Steffy, 1998;
Schmieder & Cairs, 1996; Paige, Rees, Pretilli & Gore,
2004).

There are researches and theories that focus
on leader behaviors (Northouse, 2004; Bulach, Boothe
& Pickett, 2006). There are two essential kinds of
general leader behaviors, task behaviors and relationship
behaviors (Bass, 1990; Yukl, 2002; Northouse, 2004).
These behaviors facilitate goal accomplishment and
help subordinates and concerned ones feel comfortable
in work conditions and situations. Yammarino and
Bass (1988, cited in Bass, 1990) reported that leadership
behaviors are significantly correlated to effective
leadership. Thus, the causal relation between effective
leadership behavior and effective leader can be drawn

as in Figure 1.

Effective
Leadership
“Behaviors”

Effective
Leadership

Figure 1:  Causal relation of Effective Leadership and

Effective Leadersship Behaviors



Besides the behavioral approach, the skills
approach has been widely studied about effective school
leaders (Hoyle, English & Steffy, 1998; Schmieder &
Cairs, 1996; Paige, Rees, Pretilli & Gore, 2004). Katz
(1974) exhibited that effective administration depends
on the three basic personal skills. The effective principals
demonstrate the critical leadership skills to lead and
improve school effectively (Seremet et al., 2007).
Researchers (Hoyle et al, 1998; Schmieder & Cairs,
1996; Paige et al., 2004) have studied and linked effec-
tive principal leadership skills with effective school
leaders. Hence, the causal relation of effective leader-
ship and effective leadership skills can be depicted as

in Figure 2

Effective
Leadership
“Skills”

Effective
Leadership

Figure 2 : Causal retation of Effective Leadership and
Effective Leadership Skills

From logical aspects, both effective leader-
ship behaviors and effective leadership skills are caus-
ally related with effective leadership. Therefore, the
combinations of effective leadership can be presented
in terms of effective leadership behaviors and effec-

tive leadership skills as in Figure 3.

Effective
Leadership
“Behaviors”

Effective

Leadership
Effective
Leadership
“Skills”

Figure 3: Causal relation of Effective Leadership and
Effective Leadership Bebaviors, and Effective Leader-
ship Skill

2.9 Propositions and Hypotheses

Figure 3 demonstrates the causal relation

among effective leadership and effective leadership
behaviors and effective leadership skills. The two critical
arguments are: “what are factors/variables that make
up effective principal behaviors that effect to effective
principal leadership”; and “what are factors/variables
that make up effective principal skills that effect to
effective principal leadership.” According to stated
arguments applied to bilingual school’s settings, they
reflect to the following research questions.
Research question 1:  what are factors/variables
that make up effective bilingual school’s principal
behaviors that effect to effective principal leadership?
Research question 2:  what are factors/variables
that make up effective bilingual school’s principal
skills that effect to effective principal leadership?

To respond to researcher questions 1 and 2,
the research framework (Figure 3) can be extended its
components by making up with factors/variables and
their observed variables as demonstrated in the hy-

pothesized model (Figure 4).

Observed H1 Ha

Variables —
EE3
B :
[z ] EPL wa
=N T

S23

$31

s

§33

Figure 4: The Hypothesized Structural Causal Model of Effective Principal Leadership
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Notations:

EPL = Effective Principal Leadership

EPLB = Effective Principal Leadership Behaviors
EPLS = Effective Principal Leadership Skills

EBi = Effective Behaviors (Load Factors); i=1,.n
ESi = Effective Skills (Load Factors); i=1,..n

Bij = Observed Behaviors; i=1,.n; j=1,.m

Sij = Observed Skills; i=1,.n; j=1,.m

Figure 4 demonstrates the structural causal
model of effective principal leadership (EPL) and two
intent variables effective principal leadership behav-
iors (EPLB) and effective principal leadership skills
(EPLS). Load factors (EBi, ESi) and observed variables
(Bij, Sij) of both behaviors and skills are also drawn in
causal relationship manner. The hypothesized model
defines causal relation between effective principal
leadership and latent variables (EPLB and
variables (Bij and Sij). In order to prove the causal
relation of variables engage in the model, testing of

following hypotheses are required.

Hypothesis 1:  Effective principal leadership behaviors
(EPLB) have positive relation to effective principal
leadership (EPL).

Hypothesis 2: Effective principal leadership skills
(EPLS) have positive relation to effective principal
leadership (EPL).

Hypothesis 3:  Effective principal leadership behaviors
(EPLB) and effective principal leadership skills (EPLS)
have positive relation.

Hypothesis 4: Effective behaviors (EBi) have
positive relation to effective principal leadership
behaviors (EPLB).

Hypothesis 5: Effective skills (ESi) have positive
relation to effective principal leadership skills (EPLS).

3. Methodology

31 Instruments
The instruments measuring effective leadership

behaviors (86 items), skills (68 items) and measuring
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indices (22 items) were aggregated from literature
reviews and results of open-ended questionnaire
survey completed by teaching staff from four schools,
randomly selected one from each school grade
(kindergarten, primary, secondary, and high school).
The questionnaires were provided into two languages,
English and Thai. They were tried out with 52 Thai
and 48 foreign teaching staff. The results of Cronbachs
alpha are .99, 98 and .97 for Thai version; and .98, .98

and .96 for English version.

3.2 Sample and Sampling

The data collections were conducted at school
level for both foreign and Thai teaching staff, 12 samples
per school. The stratified random sampling method
was employed for sampling. The total 91 private
bilingual schools, in Bangkok and three vicinity
provinces (Nontha Buri, Pathum Thani and Samut
Prakarn), were classified into four homogeneous
subgroups (strata)-high school, secondary school,
primary school, and kindergarten, 17, 27, 37 and 10
schools respectively. 720 samples are approximately
required for the reasons of 300 is as good for EFA
(DeVellis 2003); 400 is for the CFA of 20 latent
variables (20 samples per each); and 20 samples are
securing unreturned and incomplete questionnaires.
Hence, 60 sample schools were proportionately drawn

from four strata 11, 18, 24, and 7 schools respectively.

3.3 Procedure

The collected data were separated into two
groups, one for EFA and another for CFA. The EFA
was used to identify how many underlying factors are
required to explain effective leadership behaviors, skills
and measuring indices. Then CFA was used to the
utility of the underlying dimensions of a construct
identified through EFA (Pett et al., 2003). The
measurement model of effective leadership behaviors,
skills and measuring indices were constructed and
tested. Finally, structural causal model among

mentioned latent variables was constructed and tested.



4. Results

The underlying factors of effective principal
leadership behaviors, skills, and measuring indices;
including measurement models and structural causal

model among variables were examined and tested.

4.1 EFA and CFA for effective principal leadership
behaviors (a measurement model)

After EFA, the CFA was conducted, with
independent dataset, by using LISREL software and
maximum likelihood estimation method. The results
of CFA were underlying the 8 factors with 28 behavior
indicators (Table 1). The behavior measurement model
indicate ), was significant because it is sensitive to
sample size (X2=441.806, df=321, p=0.00). AGFI (0.88)
is slightly below criteria 0.90. However, Goodness of
fit index (GFI=0.91), Root mean squared error of
approximation (RMSEA=0.035), NNFI=0.99and CFI=0.99
which are better than benchmarking criteria of 0.90,
0.5,0.90 and 0.90 respectively. These indicate the model
fits to data, and is a parsimonious model (both PGFI
and PNFI are above 0.05). The discriminant validity of
all factors were achieved, the confidence interval
(+2 standard errors) around disattenuated correlations
are in the range of 0.68 to 0.997, does not contain
value of 1 as suggested by Anderson and Gerbing
(1988).
variance extracted (AVE) were, in ranges of .769 to

902 and 526 to .709 above their threshold values of

The composite reliability and average

0.6 and 0.5 respectively, confirmed the internal

consistency of items in a scale.

4.2 EFA and CFA of effective principal leadership
skills

After EFA, The CFA was conducted for skill
measurement model and indicated that %2 was
significant because it is sensitive to sample size
(X(=312.36, df=205, p=0.00). AGFI (0.89) is slightly below
criteria 0.90. However, Goodness of fit index (GFI=0.92),
Root mean squared error of approximation
(RMSEA=0.042), NNFI=0.99and CFI=0.99 which are

above their threshold values. These indicate the seven
factors with 23 skills measurement model (Table 2)
fits well to empirical data, and is the parsimonious
model. The discriminant validity of all factors were
achieved, at the confidence interval around
disattenuated correlations are in the range of 0.776 to
0.957, does not contain value of 1. The composite reli-
ability and average variance extracted (AVE) were, in
ranges of .795 to .884 and .564 and .729 respectively,
confirmed the internal consistency of items in a skill

measurement scale.

4.3 EFA and CFA of measuring indices for effective
principal leadership

The results of CFA, using LISREL and
likelihood estimation, for measuring indices
measurement model, with five factors and 22
indicators (Table 3), indicated that (2 was significant
(X=229.377, df=136, p=0.00). AGFI (0.90) is equal to
its criteria of 0.90. Goodness of fit index (GFI=0.93),
Root mean squared error of approximation
(RMSEA=0.048), NNFI=0.99and CFI=0.99. These
indicated that the measurement model of measuring
indices fits well to empirical data, and is the
parsimonious model. The discriminant validity of five
measuring indices factors were achieved, at the
confidence interval around disattenuated correlations
are in the range of 0.765 to 0.934, does not contain
value of 1. The composite reliability and average
variance extracted (AVE) were, in ranges of .812 to
884 and .590 to .651 respectively, comfirmed the
internal consisteency of item in a measuring indices

measurement scale.
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Table 1:

The eight factor model of behavioral measurement model (CFA)

C it
Factor Item  Description Loading R’ roefe}:;it; AVE
Factorl Participating and encouraging to meeting goal (« =.902) 902 568
B49  Establish school-wide goals and programs through faculty
input and participation. 793 .629
B38  Help the faculty to develop and reach consensus on the goals
(vision, mission, plan and target setting) of school. 754 569
B48  Encourage the use of educational assurance system and
standardized testing, to guarantee educational quality at
national standards. 752 .566
B30 Make decision effectively based on true data 774 599
B34 Very skillful and shrewd negotiator. .682 465
B45 Develop networks/alliances to build a strong base of support. 738 .545
B46  Have bird eye view (long-term vision) and innovative
behaviors 777 .604
Factor2 Being visi 'y and role model (a. =.769) .769 526
B02  Envision future goal and directions for school, and clearly
communicate to staff. 704 496
B06 Be highly charismatic, role modeling and self-sacrificing 752 .566
B08  Persistently pay attention to both people and works
(direction, vision, and goals) 718 516
Factor3 Demonstrating patience and politeness (a = .895) 895 681
B86  Patience 821 .674
B85  Politeness, humility and well-mannered 795 .632
B83  Good human relations 857 734
B84  Compassion .826 .682
Factor4 Emphasizing on relations and te; ork (o=.785) 785 549
B20 promote the school/relation in the community effectively. 726 527
B21  Strongly believe in clear structure and a chain of command
to goal achievement 742 551
B22 Team working and team development 754 .569
Factor5 Supporting instructional improvement (a =.799) 799 570
B12  Provide suggestions and coach or mentor for improvement,
new working paradigm and personal matters. 789 623
Bl Commit to instructional improvement and missions. 756 572
B13 Delegate and empowering 719 517
Factor6 Encouraging student involvement (o = .803) .803 S/
B58  Encourage student leadership and responsibility. 748 .560
Make students feel free to initiate communication with
B57  principal. 725 526
B53  Honor and respect for others .804 .646
Factor7 Demonstrating instructional leadership (o = .859) .859 .670
B74  Provide direct instructional leadership in one-to-one
interactions with individual teachers. 819 671
B75 Develop instructional strategies. .849 721
B76 Coordinate instructional programs. 786 .618
Factor8 Creating relationship with parents (o =.830) .830 709
B78  Communicate personally with parents of individual students. 825 .681
B77  Obtain active parental involvement in school activities. .859 738

Overall Fit Statistics:

x2 = 441.806, df=321, p=0.00; RMSEA=0.0352; RMR=0.0199
GFI=0.906; AGFI=0.881; NNFI=0.994; CFI=0.995; PGFI= 0.716; PNFI=0.835
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Table 2: The seven factor model of SKILL measurement model (CFA)

Composite

Factor Indicator Loading R>  Reliability AVE
SFactorl  Understanding multicultural, instructional and learning process ( @ =.859) .859 .604
S21  Flexibility and understanding the roles of motivation in instructional process 786 618
S22  Have instructional skills and apply instructional strategies for reflecting
multi-cultural issues and varied learning styles 745 555
S20  Understand how children and adults learn. 796  .634
S18 Monitoring and evaluating student achievement based on objectives and
expected performance 782 612
SFactor2 Emphasizing on both people and work quality ( a = .884) .884 .605
Give advices and consult to colleagues both progress in career
S31  and personal matters 767 588
S25  Applying effective staff evaluation models and processes 796  .634
S24  Applying appropriate components of quality management 752 566
Articulating the school vision, mission and priorities to
S26  community and mass media/clear vision 774 599
S29  Improving organization health and morale .798 .637
SFactor3  Aligning resources regarding to goals and plans (o = .844) .844 .645
S35  Aligning financial, human, and materials resources with vision,
mission, and goals 721 520
S47  Developing strategic plan for school 844 712
Developing, implementing, and monitoring change processes to
S48 . . .
improve student learning, and learning climate .838 .702
SFactor4  Collaborating skills ( a =.795) .795 564
S02  Communication skills/Provide clear formal and informal
communication system 771 594
SO0l  Team working, team building and developing team members 725 526
S07  Listening skills/active listener and listen to other's opinions 757  .573
SFactor5 Adhering to financial manag; t and regulations ( a =.843) .843 729
S50 Engaging in financial planning and cash flow management .830  .689
S51 Ensure adherence to legal concepts, regulations and codes 877 .769
SFactor6  Educational research skills (@ = .868) .868 .687
S66  Using research-based model for evaluating educational programs 875 766
S67  Using various research design and methods in doing educational
research .838 702
S65  Understanding the achievement gap and implement explicit
strategies to close the gap. 770  .593
SFactor8 Evaluating program and achievement ( a = .862) .862 .675
S54  Evaluating effectiveness of staff development programs 827  .684
S53  Establishing collaborative, school linked-service .842 .709
S52  Establishing a student achievement monitoring and reporting
systems 795 .632

Overall Fit Statistics:
x2 =312.362, df=205, p=0.00; RMSEA= 0.0416; RMR=0.0167
GFI= 0.917; AGFI= 0.889; NNFI= 0.993, CFI= 0.994
AIC=454.362; ECVI= 1.505; PGFI=0.681; PNGFI=0.798

4.4 Structural Equation Model (SEM) of behaviors, skills, measuring indices and leadership

To examine relations among behaviors, skills, measuring indices and leadership, the previous
measurement models of behavior, skill and measuring indices were constructed as structural equation model.
The LISREL software was employed to estimate parameters. In estimating, summated mean scores of each
dimension were loaded to compute. The results of estimation show in Figure 5 and Table 4.

4.4 Structural Equation Model (SEM) of behaviors, skills, measuring indices and leadership

To examine relations among behaviors, skills, measuring indices and leadership, the previous measure-
ment models of behavior, skill and measuring indices were constructed as structural equation model. The LISREL
software was employed to estimate parameters. In estimating, summated mean scores of each dimension were

loaded to commpute. The results of estimation show in Figure 5 and Table 4.
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Table 3: The five factor model of MEASURING indices measurement model (CFA)

Composite
Factor Indicator Loading R>  Reliability AVE
MFactorl School improvement and Leadership (o =.884) .884 .603
116 Degree of school improvement/development 7159 576
118 Development of teaching and learning 796 .634
117 Effective communication 791 .626
114 Parent reactions and participations 765 585
115 Charisma, pleasing personality and experienced in
administration 771 .594
MFactor2 Staff quality and morale ( a = .882) .882 651
107 Staff development and quality of teachers 781 610
106 Staff morale and low turnover 813 .661
108 Teacher and students' happiness (how happy staff are) 821 .674
105 Good and clear communication 811 .658
MFactor3 School reputation (o =.872) 872 631
120 Popularity of school (well-known and reputation) 760 578
119 Number of students 756 572
2l Well organized works and events under cultural diversity .854 729
122 Well structured environment and school climate .804 646
MFactor4 Relationship and achievement ( o =.814) 814 593
102 Human relations and relations with community 806 .650
101 Achievement of problem solving 752 .566
104 Quality and academic achievement of student 751 .564
MFactor5 Empathy and maturity (o =.812) 812 590
112 Empathy .829 687
109 Emotional stability 738 .545
111 Education and maturity 734 .539

Overall Fit Statistics
1’=229.377, df=136, p=0.00; AGFI=0.90; GFI=0.93
RMSEA=0.048; NNFI=0.99; CFI=0.99

Figure 5: Structural Equation Model of behaviors, skills, measuring indices and leadership
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Table 4: Structural Equation Model: Regression weight

Relation btw Estimated Standardized SE t-value Sig. R?
EPLB BFactorl 570 .907 - - - .823
EPLB BFactor2 516 779 027 19.286 <.001 .607
EPLB BFactor3 S12 760 .034 14.961 <.001 578
EPLB BFactor4 .548 822 .027 20.177 <.001 676
EPLB BFactor5 534 788 .029 18.646 <.001 621
EPLB BFactor6 .503 781 .028 18.112 <.001 610
EPLB BFactor7 618 862 .028 22.367 <.001 743
EPLB BFactor8 .604 788 .037 16.166 <.001 621
EPLS SFactorl 542 .846 - - - 716
EPLS SFactor2 544 854 026 20.918 <.001 729
EPLS SFactor3 531 812 .030 17.608 <.001 659
EPLS SFactor4 .539 798 031 17.200 <.001 637
EPLS SFactor5 535 705 .037 14.261 <.001 497
EPLS SFactor6 581 861 .030 19.621 <.001 741
EPLS SFactor8 .505 776 031 16.463 <.001 .602
EPL MFactorl .587 934 027 21.427 <.001 872
EPL MFactor2 .595 835 .034 17.723 <.001 .697
EPL MFactor3 558 780 .035 15.997 <.001 .608
EPL MFactor4 527 843 .029 18.005 <.001 11
EPL MFactor5 578 .862  .031 18.635 <.001 743
EPLB EPLS .583 583 .066 8.829 <.001 934
EPL EPLB .889 889  .052 17.218 <.001 791
EPL EPLS 415 415 064 6.445 <.001 942

"o

Note: t-value

The results of structural equation model in
Figure 4 indicate (2 was insignificant ()’<119.84,
df=121, p=0.51). AGFI (0.93) is above to its criteria of
0.90. Goodness of fit index (GFI=0.96), Root mean
squared error of approximation (RMSEA=0.00),
NNFI=1.00 and CFI=1.00 which are better than
benchmarking criteria of 0.90, 0.5, 0.90 and 0.90
respectively. These indicate the model fits well to data,
and is a parsimonious model (both PGFI and AGFI
are above 0.05).

The correlations among behavior attributes
(BFactor1-8) and effective principal leadership behavior
(EPLB), skill attributes (SFactorl-6, 8) and effective
principal leadership skill (EPLS), and measuring indices
(MFactor1-5) and effective principal leadership (EPL)
are all positive and significant at the level of 0.001 and
squared multiple correlations (SMC/R’) in the range
of 0.50 to 0.94. And effective leadership behavior (EPLB)
and effective leadership skill (EPLS) are also causally
related with effective leadership (EPL). Thus, they are

supporting hypotheses of effective behaviors and

for indicators that were assigned as markers, SE=standard error

effective skills are causally related with effective
leadership, which can be concluded against hypoth-
eses as:
Hypothesis 1: effective principal leadership (EPLB)
has a positive relation to effective principal leadership
(EPL), was accepted, at t-value 17.22 and the significant
level of .001.
Hypothesis 2: effective principal leadership skill
(EPLS) has a positive relation to effective principal
leadership (EPL), was accepted, at t-value 6.45 and the
significant level of .001.

Hypothesis 3: effective principal leadership behavior
(EPLB) causally positive relation to effective
principal leadership skill (EPLS), was accepted, at
t-value 8.83 and the significant level at .001, while
EPLS was not causally effect to EPLB. So, the one
arrow line directs from EPLB to EPLS.

Hypothesis 4: effective behaviors (BFactor1-8), all,
have a positive relation to effective principal leader-
ship behavior (EPLB) at the significant level of .001

(see Table 4).
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Hypothesis 5: effective principal leadership skills
(SFactor1-8) have a positive relation to effective prin-
cipal leadership skill (EPLS) at the significant level of
001 (see Table 4)
5. Conclusion

The key findings emerged from this study
included the behavior measurement of eight factors
with 28 behavioral indicators (Table 1), the skill
measurement model of seven factors with 23 skill
indicators (Table 2), and the measuring indices
measurement model of five factors with 22 effective
The

structural equation model (Figure 5) demonstrated the

leadership measuring indicators (Table 3).

direct causal relations of effective principal leadership

to effective leadership behavior (.89), and to effective
leadership skill (42), and indirect effect on effective
leadership behaviors to effective leadership skill (.58).
And the hypotheses were statistically significant and
accepted. The contributions of effective principal
behaviors, skills and measuring indices for effective
principal leadership are values to private bilingual
school’s principals and persons who are interested in
effective bilingual school’s principal leadership for
being guidelines for further improvement and being
the baseline for further researches. However, any
citations of the findings would be cautioned because
the results were based upon empirical evidences

represented for Thai settings.
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Perception of Team Learning of Public Elementary

School Teachers in Thailand

Abstract

This study aimed to investigate the teachers’
perception of team learning by public elementary school
teachers in Thailand. This research used survey meth-
odology. The questionnaire was the “Team Learning
Survey (TLS)” (Edmondson, 2006). Findings revealed
that self perception levels of teachers’ opinion of team
learning were rated as “High Extent” in all dimen-
sions. The highest rating was on item “Making mis-
takes is just part of the learning process” The lowest
rating was on item “My team frequently coordinates
with other teams to meet organizational objectives”.
There were no significant difference in teacher’s
perception in terms of gender, age, and years of work
experience. Data suggested that teachers should apply
all dimensions of team learning to improve their

performance in schools.

Background

Team learning is defined as the process of
aligning and developing the capacities of a team to
create the results its members truly desire. It builds on
personal mastery and shared vision - but these are not
enough. People need to be able to act together. When
teams learn together, not only can there be good
results for the organization, members will grow more
rapidly than could have occurred otherwise. (Senge,
2006).

A ‘buzz’ word often talked about is the learning
organization. This concept is the synthesis of a
number of ideas about managerial learning brought
together and popularized by Peter Senge and others
in his books about the Fifth Discipline. Five
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disciplines comprise the learning organization concept,
they are systems thinking, personal mastery, mental
models, shared vision, and team learning. The
disciplines of team learning consist of dialogue and
discussion, conflicts and defensive routines, and
practice (Senge, 2006). Many people talked about these
five disciplines and want to introduce them to their
organization ‘overnight’. The question is ‘Where do I
start?’, then answer is to start with Team Learning. It
is a process you can commence tomorrow and it just
may help you prevent your self-managed team strat-
egy from failing (McCann, 2009). Moreover, Sroinam
(2004) mentioned that school is the best place to be a
Learning Organization, so Team Learning would be
first priority for school to start as a Learning Organi-
zation.

According to above, ministry of education in
Thailand has many projects to promote and upgrade
schools to be a learning organization, so school in
Thailand should develop their team learning charac-
teristics of teachers, because learning as a team will
help teachers to share ideas, working as a team and

participate in educational development.

Purpose

The purpose of this study was to investigate
team learning characteristics of Thai elementary school
teachers according to two guided research questions:
1) To what degree do Thai elementary school teachers
demonstrate team learning characteristics in terms of:
(a) individual learning (b) team learning and (c) orga-
nizational learning. 2) Were there significant

differences in team learning characteristics of elemen-



tary school teachers classified by (a) gender, (b) age,

and (c) year of work experience.

Hypothesis

It was hypothesized that there would be a
significant difference in Thai public elementary school
teachers’ perception of team learning based on gender,

age, and year of work experiences.

Methodology

This research study used mail survey meth-
odology (Edmondson, 2006). The population was com-
prised of 28,930 Thai public elementary school teach-
ers (Thai Ministry of Education, 2010). Krejcei and
Morgans table was used to determine a sample size of
395 teachers at significance level of 0.05. (The Re-
search Advisors, 2006) Teachers were selected using
stratified random sampling (Mertler & Charles, 2008)
according to their geographic location within 5
regions of the country. In accordance with this
prodedure, a sample of 395 teachers was identified
from this group. The research instrument for the study
was a questionnaire titled “Team Learning Survey
(TLS)” developed by Amy C. Edmondson (2006). The
items were rated on a seven-point Likert scale that
ranged from “strongly disagree” (1) to “strongly agree”
(7). The questionnaire was translated into Thai
language and validated by 3 experts in Educational
Administration. The translated TLS pre-tested the
reliability with 30 respondents not included in the

final sample. The total Cronbach’s alpha coefficient of

reliability was .975 for all section (Revelle, Zinbarg,
2009).

Data were collected by the researcher who
distributed the instrument to each randomly selected
school by mail. A total of 356 survey questionnaires
were returned representing a response rate of 90.13%.
Data were analyzed by basic descriptive statistics us-
ing SPSS, including means, standard deviations, t-test,
and one-way variance analysis (Tabacnick & Fidell,
2001).

Findings
An analysis of data were based on two

research questions regarding to Thai public school

teachers’ perception of team learning as following:

Research question I:

The first research objective was to answer the
question “to what degree do elementary school teach-
ers demonstrate team learning characteristics in term
of: 1) Individual learning 2) Team learning and
3) Organizational learning.” Results are present in table
1 according to the score that falls between 4.51-5.00 =
Very High Extent (VHE), 3.51-4.5 = High Extent (HE),
251-350 = Moderate Extent (ME), 1.51-2.50= Low
Extent (LE), and 0.00-1.50 = Very Low Extent (VLE).

Data indicated that teachers rated their team
learning characteristics in terms of all three
dimensions at a high extent. (mean = 3.92). Considering
all dimensions, the highest rating was in “individual

learning” (mean = 3.95) presented in table 1 below.

Table 1: Mean and Standard Deviation (SD) rating on the degree of demonstration on teachers’ perception of

team learning in three dimensions.

Dimensions Mean S.D. Remark
Individual learning 3.95 77 HE
Team learning 3.75 .63 HE
Organizational learning 3.89 .83 HE
Total 3.92 77 HE
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Research question II:

The second objective of the study was to
answer the question “Were there significant differences
in Team Learning characteristics of public elementary
school teachers classified by (a) gender, (b) age, and
(c) years of work experience”.

Table 2 below demonstrates teachers’ percep-

tion of team learning performance in terms of gender.

Opinions were analyzed using the independent sample
t-test and Levene’s Test for Equality of Variances. As
indicated in the table, the t-test for Equality of Means
indicated that the overall t = .158 and Sig. = .874
verified perceptions of male and female participants
were not different. It mean that teachers perceptions
of their team learning were not different at the signifi-
cant 0.05 level.

Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception of Team Learning

characteristics.

Gender N Mean S.D. t Sig.
(2 tailed)
Male 87 3.95 49 158 .874
Female 269 3.94 45

Table 3-4 below present data according to
teachers’ perception of team learning for age and years
of work experience were analyzed by using One Way
ANOVA As indicated in table 3 for age (F=1.188 and
Sig. =314) meaning that teachers’ opinion of tean
learming were not different at the significant 0.05 level.

As indicated in table 4 the data according to teachers’

opinionss of team learning for years of work experi-
ence (F=2.963 and Sig.=0.032) meaning that teacher’
opinion of team learning were not defferent at the
significant 0.05 level, so the hypothesis in Thai public
elementary school teacher’ perception of team learn-
ing based on gender, age, and year of work experi-

ences was not accepted.

Table 3 Summary of One Way ANOVA for age related to teachers’ perception of team learning characteristics.

Table 4 Summary of One Way ANOVA for years of work experience related to teachers’ perception of team

Age N Mean S.D. F Sig.
(2 tailed)
Less than 25 3 3.78 Sl 1.188 314
25-35 133 391 46
36 - 45 85 4.02 44
More than 45 135 3.92 47
Total | 356 3.94 46

learning characteristics.

Years of work N Mean S.D. F Sig.
experience (2-tailed)
Less than 1 year 8 3.95 44 2.963 .032
1-10 153 3.94 45
11-20 78 4.05 42
More than 20 years 117 391 .49
Total | 394 356 46
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Discussion

This study produced useful information
regarding Thai public elementary teachers’ perceptions
and demonstration of team learning as applied through-
out the Kingdom of Thailand. Data generated in this
study indicated that teachers generally rated their team
learning performance at a high extent in terms of 1)
individual learning, 2) team learning 3) organizational
learning. The highest rating was in “individual learning”
(mean = 3.95) and the lowest was in “team learning”
(mean = 3.75). Regarding why only item 16 (my team
frequently coordinates with other teams to meet
organizational objectives) was reflected as “moderate”
(mean = 3.04) while others were rated in the “high”
category is possibly due to the recent concern in
Thailand regarding “earning organization and
knowledge management” (Office of the National
Education Council, 2009, Sanrattana, 2005). Individual
professional goals have not been emphasized strongly.
Rather,emphasis has been on shared vision and team
collaboration resulting in minimum focus on attaining
both personal and professional goals.

This may be one affect of teacher performance
cited in section 52 of the National Education Act
(Thailand’s 1999 Educational Reform Policy Initiative),
encouraging the development of all teacher strengths

and professionalism including the incentive of

monetary support to fund teacher professional
development strategies. (Office of the National Educa-
tion Council, 2000).

When data on gender, age and years of work
experience were analyzed, there was no significant
differences found, therefore the hypothesis was not
accepted. This may be attributed to section 52 of the
National Education Act, 1999, which encourages
teachers to excel at all levels, setting high standards of
professionalism without adequate support for targeted

professional development or individual incentives.

Recommendations

This research demonstrated Thai elementary
school teachers’ perception and performance of “team
learning”. Further research could now compare Thai
public school teachers with those from other type of
school such as private school to clarify the importance
of the concept and provide valuable data and
information on how Ministry of Education in
Thailand could enhance the use of team learning for
the benefit of all teachers. Initial planning has been
initiated to determine how public and private
elementary school teachers in Thailand view the
similarities and differences in the way teachers
perceive “team learning” in their daily professional

lives.AAresearch analysis on self leadership, the re
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Teacher Perception of Self-Leadership for Elementary School Principals

in Thailand: Strategies of Behavior-Focused, Natural Rewards, and

Abstract

The purpose of this study was to determine
the demonstrated performance of self-leadership for
elementary school llprincipals in Thailand. And there
were significant differences in self-leadership for
elementary school principals classified by (a) gender,
(b) years of work experience, and (c) education level?
The study used mail survey research employing “The
Self-Leadership Questionnaire (SLQ)”, developed by
Prussia, Anderson, and Manz (1998). The results indi-
cated that two dimensions scale were rated at high
extent level, another was at very high level. In addi-
tion there were significant differences in teachers’
erceptions based on both gender (male higher than
female) and years of work experience. This paper should
facilitate appreciation of a contingency perspective of
self leadership that requires different mode of applica-

tion in other countries.

Background

Self-leadership is a constant balancing act
between personal expression and an organization’s need
for productivity; personal needs for autonomy and
control and the organization’s need. It is needed for
an organization to pursue its vision and goals, and to
have a workforce dedicated to its vision and goals. To
develop as self leader, one needs to have the skill set
and the mindset to meet both personal needs and
those of the organization that one serves (Zigarmi,
Fowler & Lyles, 2007).

Self-leadership is mostly concerned in
explaining ways to enhance organizational performance
through individual-dependent thinking and acting. Thus

Constructive Thought Patterns
T

Boonyavee Khanma

self-leadership can be considered as an entry point
(at the individual level) for organization level(Alves,
Lovelace, Manz, Matsypura, Toyasaki, &Ke, 2006).
Self-leadership strategies appear promising for
enhancing organizational capacity in the face of the
challenges of the twenty-first century (Diliello
&Houghton, 2006). Self-leaders may be more likely to
engage in innovative behaviors in the workplace
(Carmeli, Meitar, & Weisberg, 2006; Norris, 2008),
self-leadership represents a self-influence process that
involves self-direction and self-motivation (Manz &
Neck, 2004; Diliello & Houghton, 2006). Individuals
who use self-leadership strategies enhance their
personal effectiveness through three strategies: 1)
behavior-focused, 2) natural reward, and 3) constructive
thought patterns (Houghton & Neck, 2006). Behavior-
focused strategies are directed towards enhancing the
self-consciousness and the management of essential,
sometimes unpleasant, behaviors. Natural reward
strategies focus on the positive experience associated
with a task and the process through which it is achieved,
help individuals shape perceptions and build
enjoyable aspects into activities, and constructive
thought pattern refer to those thought patterns that
are constructive in nature, create positive ways of
thinking (Carmeli, Meitar, & Weisberg, 2006).

As a result of a literature review and
research analysis on self leadership, the researcher was
interested in understanding demonstrated performance
of self-leadership by Thai elementary school principals
related to behavior-focused strategies, natural reward

strategies, and constructive thought pattern strategies.
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Purpose
The purpose of this research was to study
the demonstrated performance of self-leadership for

elementary school principals in Thailand.

Research questions

1. To what degree were self-leadership
strategies employed by elementary school principals in
terms of: a) behavior-focused strategies, b) natural
reward strategies, and c) constructive thought pattern
strategies?

2. Were there significant differences in
self-leadership for elementary school principals
classified by a) gender, b) years of work experience,

and ¢) education level?

Hypothesis

It was predicted that there would be significant
differences in self leadership of Thai elementary
principals as perceived by teachers according to

gender, years of work experience, and education level.

Methodology

This study used mail survey research
methodology (Green, Camilli, & Elmore, 2006). The
population consisted of 29,362 Thai public elementary
schools principals (Office of the Basic Education
Commission, 2010). Krejcei and Morgan’s table was
used to determine a sample of 395 teachers from the
populations at a significance level of 0.05 (The
Research Advisors, 2006). Teachers were selected
using stratified random sampling (Mertler & Charles,
2008). Participants included one teacher in each
randomly selected school according to their geographic
location within 5 regions of the country.

The instrument for the study was a
questionnaire titled “The Self-Leadership Questionnaire
(SLQ)” developed by Prussia, Anderson, and Manz
(1998). The SLQ was grade as “Not at all accurate”=1,
“Somewhat accurate”=2, “A little accurate” =3, “Mostly

accurate”=4, “Complete accurate”=5. The dimensions
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of self leadership were grouped under three separate
dimensions mentioned above. The questionnaire was
translated from English into Thai and validated by 3
educational administration experts with extensive
knowledge in self-leadership in Educational Adminis-
tration. A pilot test of 30 elementary teachers and
principals was conducted to establish reliability of the
SLQ instrument. The total Cronbach’s alpha
coefficient of reliability (Revelle & Zinbarg, 2009) was
found to be Alpha=0.94 and 0.90, 0.89, and 0.86 for
behavior- focused strategies, natural reward strategies,
and constructive thought pattern strategies.

A total of 320 survey questionnaires were
returned representing a response rate of 81.01%. The
“SPSS for windows version 17” statistics package was
used to analyze data for means, standard deviations,
independent sample t-test, and one- way variance
analysis (ANOVA) (Tabacnick & Fidell, 2001).

Findings

Findings were based on teachers’ perception
of their principals’ self-leadership strategies and
presented according to the following two research
questions:

Research question I:

The first research objective was to answer the
question, “what is the level of teachers’ perception
regarding self-leadership for elementary school principals
demonstrated in terms of a) behavior-focused
strategies, b) natural reward strategies, and c)
constructive thought pattern strategies?” Results are
presented in table 1 according to the following: any
score that falls between 4.51-5.00 is term, Very High
Extent (VHE), 3.51-4.50=High Extent (HE) 2.51-
3.50=Moderate Extent (ME), 1.51-2.50=Low Extent (LE),
and 0.00-1.50=Very Low Extent (VLE).

The data in table 1 indicates that teachers’
perceptions rated self leadership for elementary school
principals’ performance in terms of a)behavior-focused
strategies, b) natural reward strategies at high level,
expected c) constructive thought pattern strategies at
a very high level. (X = 4.36, 4.30, and 4.78). Consider-



ing all dimensions, the highest rating was in
“Constructive thought pattern strategies” (X = 4.78),

the lowest rating was in “Natural reward strategies”

(X = 430). Only item 1 (He/She thinks about my
progress in my job) of “behavior-focused strategies”

was “moderate extent” (X=2.30).

Table 1: Mean and standard deviation [SD] ratings on the perception of teachers to the degree they

demonstrated performance of self-leadership for elementarv school principals.

No. Items Mean SD | Remark
Behavior-focused strategies 4.19 .26 HE
1. He/She thinks about my progress in my job. 2.80 40 ME
2. He/She makes a point to keep track of how he/she’s doing. 4.62 A48 VHE
3. He/She pays attention to how well he/she’ doing. 4.64 47 VHE
4. He/She keeps a record of progress in his/her tasks. 4.50 .50 HE
5. He/She consciously has goals in his/her mind. 4.09 48 HE
6. He/She pays attention to what he/she is telling his/her self. 4.54 49 VHE
Natural reward strategies 4.30 36 HE
1. He/She tries to extend his/her area of responsibility. 4.53 49 VHE
2. He/She focuses on ways he/she can extend his/her responsibility. 4.21 .62 HE
3. He/She thinks about new responsibilities he/she can take over. 4.18 48 HE
4. He/She tries to do more than his/her assigned responsibilities. 4.52 49 VHE
5. He/She thinks about increasing his/her responsibilities. 4.17 .59 HE
6. He/She looks for activities beyond his/her responsibilities. 4.16 45 HE
Constructive thought pattern strategies 4.78 45 VHE
1. He/She takes action to solve problems on his/her own. 3.95 .88 HE
2. He/She likes to act to solve problems by his/her self. 4.18 .59 HE
3. If he/she has the problem, he/she solve it his/her self. 4.02 .73 HE
4. He/She 1dentities solutions to problems in his/her mind. 4.12 13 HE
5. He/She thinks through solutions to problems on my own. 4.11 .62 HE
6. He/She thinks up ways to solve problems. 4.14 .59 HE
7. He/She chooses to make improvements in how he/she does his/her job. 4.37 A48 HE
8. He/She tries to think of positive changes he/she can makes in his/her job. 4.56 49 VHE

Research question I1I:

The second objective of the study was to
answer the question “Were there significant differences
in self-leadership for elementary school principals
according to teachers’ perception when classified by
a) gender, b) years of work experience, and c)
education level?” Data presented in Table 2-5
summarize the results as follows:

Gender

Table 2 below presents findings regarding
the differences in teachers’ perception of elementary

school principal behavior-focused strategies, natural

reward strategies, constructive thought pattern strateies
in terms of teacher’s gender. opinions were analyzed
using the independent sample t-test and Levene’s Test
for Equality of Variances. Table 2 also clarifies that of
the valus of Sig. was lower than 0.05 indicating that
the variance of the two populations was equal, then
the t value on the line Equal variances would be
assumed. As indicated in the table, the t-test for Equality
of Means indicates that the overall t =4.555 and Sig.=.000
verified that perceptions of male and female

participants were significantly different.

Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception about

self-leadership for elementary schools’ principal behavior.

Gender N Mean SD t Sig.
(2-tailed)
Male 212 4.36 336 4.555 .000
Female 108 4.19 278

(

®
215 1SUSMISMISANWYY LMJNgNAguauliu @
Journal of Educational Administration, kku ®




Years of work experience

Table 3 below clarifies self-leadership data
according to chronological years of work experience.
Teacher’s opinion were analyzed using One Way
ANOVA. As indicated in table 3 the F = 16.675 and

Sig. = .000 for three years of work experience groups

(<=10, 11-20, and >=20). Analysis of the data indicated
there was significant difference, meaning that teachers’
viewed self leadership differently at the significant
0.05level. A Sheffe test was used to test pairs to
determine where differences occurred, presented in
table 3 - 4.

Table 3 Summary of One Way ANOVA for years of work experience related to teachers’ perception about

self-leadership for elementary school principals behavior.

Years of Work N Mean SD F Sig.
Experience
<10 53 4.258 234 | 16.675 .000
10-20 66 4.500 392
>20 201 4.249 .300
Table 4 Post-Hoc (Sheffe) for teachers’ years of work experience.
Years of work experience <10 years 11-20 >=20
years years
<10 years -2423(%) -
11-20 years - 2513(%)
>=20 years -

¥P-value < .05

Table 5 below, the t-test for Equality of Means,
found that the overall value for t, (t = -1.667 and Sig.
= 0.096) clarified that education levels related to teachers’

perception regarding self leadership of elementary

school principals’ Behavior-focused strategies, natural
reward strategies, constructive thought pattern strate-

gies were not different.

Table 5 Summary of the Independent Sample t-test for education level related to teachers’ perception regarding

self-leadership for elementary school principals behavior.

Education Level N Mean SD t-test Sig.
Bachelor Degree 77 4.248 311 -1.667 .096
Master Degree 243 4.320 331

Discussion

This study demonstrated that teachers generally
rated self-leadership for elementary school principals’
performance in terms of 1) behavior-focused strate-
gies, 2) natural reward strategies and 3) constructive
thought strategies at a high level. Every aspect of the
self leadership matched with ChooJeen (2003) studied
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about leadership of administrations in basic educa-
tional schools. She found self leadership is importance
of the symbolic and correspondent covert process and
long term orientation introduces had the high level.
Because, the education reform determined to have The
National Educational Act: 1999 revised in 2002 section

6 stated about educational standard and educational



quality guarantee. And, the Office for National
Education Standards and Quality Assessment (Public
Organization) determined the standard and identification
for the principal to know and understand for the
effective management and leadership. Especially, the
21% standard stated that the principal should have
leadership skill and ability to manage with the
identification of creative and vision. In addition, the
principal should have the management ability, and
should be an academic leader, an effective executive,
democratic, and the related people were satisfied with
the executive (ONESQA, 2004). Therefore, the
principal should adjust him/herself for these changes.

The highest rating was in “behavior-focused
strategies” and the lowest was in “Natural reward
strategies”. One fundamental criterion of the 1999 Act
encourages principals to develop “competency” which
requires a high degree of behavior-focused strategies
and given the current trend of globalization it is
increasingly likely that individuals will work within
teamwork and participation management. Perception
of what constitutes an effective expression of self
leadership in schools is judged in relation to
stakeholder requirements and expectations. The
concept of “natural reward strategies” is new in Thai
culture for elementary school principal. Comparison
by gender, education level and years of work experi-
ence revealed that there was little difference between
these variants. This may be attributed to section 52,
54, and 55 of the National Education Act, 1999 which
encourages principals to excel at all levels, setting high

standards of professionalism without adequate sup-

port for targeted professional development or indi-
vidual incentives.

In addition, the result from the research of
The Office of Basic Educational the management
structure was in the standard with the quality guarantee
system, and SBM (School Based Management)
management, the management development according
to the reform and focused on the work result consistent
with Carmeli(2006), found that self leadership skills
are those who are considerate of the positively associated
with both self and supervisor ratings of innovative

behaviors.

Recommendations

Further research should be conducted with
several types of school eg. secondary school, private
school or gender to test the reliability of the self
leadership in this research. Initial planning has been
initiated to determine how ASEN elementary
principals view the similarities and differences in the
way teachers perceive “self leadership” in principals’
daily professional lives. The important suggestions
toward the development in self leadership for elemen-
tary school principals in Thailand as following: 1.
Behavior-focued strategies, there were suggestions that
they should pay attention in working for their goals
to become a good model for others and talks about
most important value. 2. Natural reward strategies and
constructive thought pattern strategies, there were sug-
gestions that they should be trained individually by

special training program.

Journal of Educational Administration, kku ®
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Visionary Leadership of Secondary School Principals in Thailand:

Abstract

The purpose of this study was to investigate
teachers’ perception of principals visionary leadership
for selected secondary schools in Thailand. The sample
group included a teacher in each randomly selected
secondary school. Participants were selected using a
stratified random sampling technique. The study
instrument was the questionnaire, Leader Behavior
Questionnaires (LBQ) developed by Sashkin (2004).
The study results indicated that the average
perception levels of teachers’ perception of principals
visionary leadership were rated as “High Extent” in
all dimensions and (2) there were significant
differences in teachers’ perceptions based on gender
and education level. Based on the results, it was
suggested that principals should study in all
dimension to improve their organization alert for

competition in future.

Background

Organizations today are struggling to
reinvent themselves. In a world where change is the
only contrast, organizations can no longer assume that
their future is assured by what they do today or by
the guise of a monopoly. Organizational renewal is
the challenge for the 21% century corporation and lead-
ership must be the driving force (Lorkheart, 2000).
Leadership is the key to being able to adapt our
organizations to new cultures, ideas, and the environ-
ment (Valle, 2005).

In a modern society, visionary leadership is

increasingly important in contemporary educational

A Study in Behavior
0]

Chakgrit Podapol

and organizational management, and school principal
is an important person as the key performance to
success or failed. Then visionary leadership is
necessary for the school principals.

Visionary leaders exemplify the phrase, “walk
the talk, and talk the walk.” Similar to charismatic
leaders, they are great communicators, good in defining
a vision and then acting on it. Visionary leadership
nearly synonymous with transformational leadership,
but visionary leadership is more than just behavior,
visionary leaders possess personal characteristics and
organization culture building skills that not only
transforms and moves the organization forward, but
engages the souls and the motivations of the followers
(Sashkin; Lorkheart, 2000).

As a result of literature review and research
analysis, the researcher was interested in understand-
ing the degree of use and adaptation of visionary
leadership as one management skill practiced by Thai

secondary school principals.

Purpose
The purpose of this study was to investigate
the practice of visionary leadership behaviors of Thai

secondary school principals.

Research questions

1) To what degree did Thailand secondary
school principals demonstrate visionary leadership
values in term of: 1) behaviors 2) personal characteristics
and 3) organizational culture-building activities ?

2) Were there significant differences in visionary
leadership for secondary school principals according

to: (a) gender and (b) education level ?

o
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Hypothesis

It was predicted that differences of gender
and education level cause difference of teachers’
perceptions of their principal’s visionary leadership

behaviors.

Methodology

This research study used mail survey research
(Cresswell, 2007). The population was comprised of
2,589 Thai public secondary schools (Office of the
Basic Educational Commission, 2010). Krejcei and
Morgan’s table for determining a sample size at a
significance level of 0.05 was subsequently used. (The
Research Advisors, 2006) In accordance with this
procedure, a sample of 335 schools was identified from
the population . Participants included one teacher in
each of the 335 randomly selected schools.

The instrument for the study was a
Visionary Leader-Leader Behavior Questionnaire
(VL-LBQ) third edition revised by Sashkin (1996). The
VL-LBQ consisted of 50 items on the Liker t-type scales.
The dimensions of visionary leadership were grouped
under three dimensions, including: 1) behaviors, 2)
personal characteristics and 3) organizational culture-

building activities. The questionnaire was translated

into Thai and validated by 3 experts in Educational
administration. The total Cronbach’ s alpha coefficient
of reliability (Revelle, Zinbarg, 2009) was .8495 and
8779, 8241 and .7146 for, behaviors, personal charac-
teristics and organizational culture-building activities.

Data were collected by mail. A total of 324
survey questionnaires were returned representing a
response rate of 96.72 %. Data were analyzed using
the “SPSS for windows” package program to
determine mean, standard deviation, one-way
variance analysis (ANOVA).

Findings

Findings were base on teachers’ perception
of visionary leadership of secondary school principals
in Thailand and presented according to the following
two research questions:

Research question I:

The first research objective was to answer the
question. What is the level of secondary school teachers’
perception regarding visionary leadership of their prin-
cipal. Results are presented in table 1 according to the
following: any score that fell between 4.51-5.00, Very
High Extent (VHE), 351-4.50=High Extent (HE), 2.51-
3.50= Moderate Extent (ME), 1.51-2.50=Low Extent
(LE), and 0.00-1.50=Very Low Extent (VLE)

Table 1: Mean (and standard deviation [SD]) ratings on the perception of teachers to the degree they demon-

strated visionary leadership.

No Items Mean SD Remark
Behaviors 3.60 0.44 HE
1. pay close attention to what others say when we are talking 4.12 0.64 HE
2. don't always communicate clearly. 2.48 1.21 LE
3. am extremely dependable. 3.80 2.98 HE
4. show that I really care about other people. 4.88 0.86 VHE
5. worry a lot about the possibility of failing. 2.73 1.04 ME
6. haven't generally been able to help the organization attain its goals. 3.94 1.34 HE
7. encourage people to support their views and positions with concrete 3.79 2.35 HE
evidence
8. have a hard time getting other to understand me clearly. 343 1.03 ME
9. follow through on commitment 3.70 0.77 HE
10. avoid taking risks 3.16 1.09 ME
11. focus on clear short-term goals rather than being concerned with 3.79 0.69 HE
longer-range aims.

12. act to reach goals rather than trying to keep things the way they are. 3.90 0.73 HE
13. have a clear set of priorities 4.21 2.99 HE
14. sometimes don't notice how other feel 2.95 1.18 ME
15. recognize other' strengths and contributions. 3.46 0.77 ME
16. find ways to get people fully committed to new ideas and projects. 3.76 0.64 HE
17. have difficulty dealing with problems of conflict and coordination 3.62 0.82 HE
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Table 1: Mean (and standard deviation [SD]) ratings on the perception of teachers to the degree they demon-

strated visionary leadership. (cont’d)

No Items Mean SD Remark

18. Literally grab people's attention to focus them on the important 3.77 0.82 HE
issues in a discussion

19. communicate feelings as well as ideas. 3.71 0.86 HE

20. avoid committing to a position, preferring to remain flexible. 3.55 2.07 HE

21. learn from mistakes, treating errors as opportunities for learning 4.20 0.64 HE
rather than as disasters

22. seek power and influence in order to attain organizational goals that 3.73 2.47 HE
everyone agrees are important.

23. express and support a set of basic values about how people should 4.04 0.65 HE
work together in this organization to solve common problems and
reach shared goals.

24. help others understand that there is often little we can do to control 3.90 0.72 HE
important factors in the environment.

25. am able to get complicated ideas across clearly 3.70 0.74 HE

26. show little concern for other peoples' feelings. 3.23 1.01 ME

27. communicate excitement about future possibilities. 3.60 0.88 HE

Personal characteristic 3.72 0.45 HE

1. believe that what I do is important because of the impact of my 3.72 0.45 HE
actions on people's behavior and on achieving organizational aims
2. find that some of the most significant aspects of my position are the 3.80 0.67 HE
little "perks" that demonstrate my importance to the organization
and its members
3. often consider how a specific action plan I've developed might be 3.87 0.67 HE
extended to benefit my entire organizational unit
4.  don't always respect myself as a result of my actions. 4.01 0.68 HE
5. can see the effects of my actions 2.96 1.21 ME
6. often find it desirable to change or alter my position. 4.02 2.90 HE
7.  do what is called for but realize that my actions are not likely to 3.46 2.61 ME
make much of a difference.
8.  have a hard time explaining my long-range plans and goals to other 3.45 0.85 ME
in the organization
9.  know and can say exactly how I fit into this organization. 3.62 0.88 HE
10. look for ways that the plans and programs I've developed in my own 3.82 0.88 HE
unit might be expanded to benefit the entire organization. 4.07 0.70 HE
11. find it difficult to get other' attention when speaking with them. 3.80 0.82 HE
12. someone people feel they can depend on. 3.87 0.73 HE
13. believe that I can make a difference to this organization. 3.95 0.64 HE
14. contribute to the organization's effective operation in terms of 4.08 0.62 HE
adapting to changes, attaining objectives, and coordinating the work
activities of individuals and groups.

Organizational culture — building activities 3.99 .39 HE
1. make points in strikingly clear and even unusual ways. 3.94 0.76 HE
2. believe that the advantage of having a position of authority is being 3.34 1.07 ME

able to get people to do as one wishes without pointless discussion or
debate.
3. have been able to help this organization adapt to changing conditions 3.77 0.63 HE
4. show that the real value of power is being able to accomplish things
that benefit both the organization and its members. 3.84 0.75 HE
5. Help others develop a shared sense of what is important to us in this 3.89 0.63 HE
organization.
6. act on the principle that no one person can make very much of a 4.15 0.73 HE
difference in how this organization operates.
7. show little concern for other peoples' feelings. 3.23 1.01 ME
8. communicate excitement about future possibilities. 3.60 0.88 HE
9. want influence to create programs and attain organizational goals that 4.07 0.60 HE
will benefit everyone in the organization.
10. have plans for this organization that extend over' a period of several 4.12 0.60 HE
years or longer.
11. contribute to the organization's effective operation in terms of 4.13 0.59 HE
adapting to changes, attaining objectives, and coordinating the work
activities of individuals and groups.
Grand Total 3.77 0.38 HE
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The data in table 1 indicated that teachers
rated their visionary leadership of principals in terms
of behaviors, 2) personal characteristics, and 3) organi-
zational culture-building activities at a high level. (mean
= 360, 372, and 3.99). All were rated in the high

extent category(mean= 3.77).

Reserch question 1I:

The second objective of the study was to an-
swer the question “what are teachers perceptions about
visionary leadership of principals” according to: (a)
gender (b) education level. Data presented in Table

summarize the results as follows:

Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception about their self-

leadership behaviors

Gender N Mean SD t Sig
Male 191 3.84 45 7.098 .000
Female 133 3.53 330

Table 2 presents findings regarding the
differences in teachers’ perceptions of visionary lead-
ership of principals in terms of gender. Opinions were
analyzed using the independent sample t-test and
Levene’s Test for Equality of Variances. Table 2 also
clarifies that if the value of Sig. was lower than 0.05
indicating that the variance of the two populations

were unequal, then the t value on the line Equal

variances not assumed would be used. Correspond-
ingly, if the value of Sig. was higher than 0.05
indicating that the variance of the two populations
was equal, then the t value on the line Equal variances
would be assumed. As indicated in the table, the t-test
for Equality of Means indicates that the overall
t = 7.098 and Sig. = .000 verified that perceptions of

male and female participants were different.

Table 3 Summary of One Way ANOVA for education level related to teachers’ perception about their

self-leadership behaviors

Education level N Mean SD IF Sig
Lower than Bachelor 39 3.39 184 | 98.621 .000
Bachelor 164 3.54 312
Master and higher 121 4.057 413

Total 324 3.72 434

Table 3 presents the data according to
teachers’ opinions for visionary leadership for level of
education were analyzed by using One Way ANOVA.
As indicated in table 3 the F = 98.621 and p-value=

0.000 significantly different, meaning that teachers’
opinion view visionary leadership differently at the
significant 0.05 level. A Bonferroni post hoc test was

used to test pairs to determine where differences

occurred.
Table 4 Post-Hoc (Bonterroni) for education level.
Education Level Lower than Bachelor Master and
Bachelor higher
Lower than Bachelor - 0.046 .000
Bachelor 0.046 - .000
Master and higher .000 .000 -

Table 4 A Bonferroni post hoc test indicated
education level (lower than Bachelor differed with
Bachelor degree (.046 sig.) lower than Bachelor
differed with Master and higher degree (000 sig.),
Bachelor differed with Master and higher degree (.000
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sig.)) Therefore, this study demonstrated that
visionary leadership behavior can measured in the
school , and that there is a statistically significant
difference between at various education level in their
perceptions about principal’s visionary leadership

across the school.



Discussion

This study produced useful information
regarding Thai secondary teacher’s perception about
visionary leadership of their principal as applied
throughout the Kingdom of Thailand.

Data generated in this study indicated that
teachers generally rated principals’ visionary leader-
ship in terms of 1) behaviors, 2) personal characeristics
and 3) organizational culture-building activities at a
high level. This may be one affect of principals cited
in section 52 of the National Education Act (Thailand’s
1999 Educational Reform Policy Initiative), encouraging
the development of all teacher strengths and
professionalism including the incentive of monetary
support to fund teacher professional development
strategies. (Office of the National Education Council,
2000).

Regarding why only item 2 (This person
doesn’t always communicate clearly.) was reflected as
“low” (mean = 2.48) while others were rated in the
“high” category is possibly due to the recent concern
in Thailand regarding “learning organization and
knowledge management” (Office of the National
Education Council, 2009, Sanrattana, 2005).and item 4
(This person demonstrated that I really care about

2

other people.) was reflected as “very high” (mean =

4.88) while others were rated in the “high” category is

possibly Thai people are kindness and special character.

When data on gender and education level
were analyzed there was no significant differences
found, therefore the hypothesis was accepted. This may
be attributed to section 52, 54, and 55 of the National
Education Act, 1999 which encourages principals to
excel at all levels, setting high standards of
professionalism without adequate support for targeted

professional development or individual incentives.

Recommendations

This research initiated the process of quanti-
fying Thai secondary school teachers’ perception about
visionary leadership of their principal . Further
research could be conducted with several types of
schools to test the reliability of principals’ visionary
leadership in this research. Further research should
consider replicating the present study principals’
primary school in Thailand, because visionary leader-
ship field could be advanced by either reproducing
the study in another educational institutions of and a
in different organization. Principal’s secondary schools
to clarify the importance of concept and provide valu-
able data and information on how each school could
enhance the use of visionary leadership for benefit of

all organization.
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Teacher Perceptions of Creative Leadership of Vocational Education

Abstract

The purpoe of this research was to investi-
gate the peerformance of creative leadership by Voca-
tional Education Intitutes principals according of the
perceptions of vocational teachers. A sample of 415
teachers was identified from the study population. The
study indtrument was the questionnaire Creative
Leddership Qustionnaire (CLQ) developed by Smith
(2005). The study reuslts indicated that the average
perception levels of teachers regarding principals’
creative leadership were rated as “Moderate Extent” in
four dimensions and one dimensions were as “Hihg
Extent” in interpersonal skill and there were
significant differences in teachers’ perceptions based
on gender education level and years of work
experience. Based on the results, it was suggested that
principals should study in all dinension to improve

their organization alert for competition in future.

Background

Creative leadership is the concept that
leaders who exhibit imaginative and inventive
qualities are better able to impact individuals who
work underneath them or who look to them for
guidance (Harris, 2009 and Ross, 2007). The concept
also maintains that more creative leaders are better
equipped to find unique solutions to complicated
problems. In addition, this style of leadership is ofter
driven by the notion that people can become more
effective leaders (Sternberg, 2004). Creative leadership
is about mindfully creating the future, and the topics
include vision, wisdom, courage. leaverage, core
values, power, diversity, spirituality, trust, high

performance, (Rickards and Moger, 2000)
°
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Gerard, Mary, and Marie (2007) defines
creative leadership as being outward-looking and more
adventurous, looking and thinking ‘outside the box’,
‘finding new approaches to longstanding problems’,
and doing things differently because: ‘no way in the
one way. Every year things change’. Smith (2005)
defines th five components of creative leacdeship as
managing change, planning and organizing, interpersonal
skills, results orientation and leadership.

Generally, creative leadership is an imaginative
and thoughtful response to opportenities and to tn
order to inprove the life chances of all students.
Creative leaders also provide the conditions, environment
and opportunities for others to be creative (Stoll and
Temperley,2009). Craft (2001) includes that creative
leadership is not just about problem-solving, it also
involves ‘problem finding’ or identifecation. It includes
actively scanning the environment for challenges which,
if not addressed now,could derail inprovement efforts
or prevent schools from engaging in more radicat
change as they strive to prepare thair students for the
fulure. for Vocational Education Institutions is in
developing creative leadership.

Aforementioned that above, Vocational
Education Institutes of Thailand should develop
creative leadership of principals, because its will help
principals making decision and lead followers to goal

in the future.

Purpose

The purpose of this research was to inves-
tigate the performance of creative leadership by Voca-
tional Education Institutes principals according of the

perceptions of vecational teachers.



Research questions
1) To what degree do principals of
Vocational Education Institutes demonstrate creative

leadrship values in terms of : 1) managing change 2)
planning & organiqing 3) interpersonal skills 4)results

orientation 5) leadership.

2) Were there significant difference by (a)
gender, (b) education level, and (C) years of work
experience of vocational teachers regarding the cre-

ative leadership of the principals

Hypothesis
There will be significant cifference by gender,
education level, and seniority of teachers’ in their

perceptions of principal’s creative leadership.

Methodology

The study used survey research methodol-
ogy (Cressswell,2007). The population of the study
comprised of 415 teachers in Vocational Educational
Institutes in Thailand. Kerjcei and Morgan’s table (The
Research Advisors, 2006 cited from Krejcie & Morgan,
1970) was used for detemining a sample ssige at 0.05
significance level. In accordance with this procedure, a
sample of 415 Teachers was identified by stratified
random sampling teshnique.

The resarch instrument was a standardized
questionnaire entitled the creative leadership question-
naire (CLQ) developed by Smith (2005). The CLQ was
graded as “Strongly agree” =5, “Agree” =4, “Neutral”
=3, “Disagree” =2, “Strongly disagree” =1, The
dunebsuibs if creatuve keadersguo were grouped
under five separate dimensions identified above. The
CLQ was translated into Thai and valiaadated by
three university experts in educational admonistration.
The translted CLQ was subsequently pre-tested for
reliability with 30 respondent not inciuded in the final
sample. The total Cronbach’s alpha coefficient of
reliability (Revelle,Zinbarg,2009) was . 7996 and .8135,
.8479, .6504, .7893 and .7257 for managing
change,planning & organizing, interpersonal skills,

results orientation and leadership.

Data were collected by mail. Three hundred
thirty-eight (338) survey questionnaires were returned
representing a response rate of 81.45%. The “SPSS for
windows version 17” statistics package was used to
analyze data for means, standard deviations, indepen-
dent sample t-test, and one-way variance analysis
(ANOVA). (Tabacnick & fidell, 2001)

Findings

Findings were based on teachers’ personal
perceptions of their principals’ creative leadership
bebaviors and presented according to the following

two research questions:

Research question I:

The first research objective was to answer the
question, “what is the level of Vocational Education
Institutes’ teachers’ perception regarding their principals’
creative leadership demonstrated in terms of 1)
managing change(initiative, risk taking, creating and
innovating, adaptability), 2) planning and organizing
(analytical thinking , decision making , planning , quality
management), 3) interpersonal skills (communicating ,
listening and supporting, relating and networking, team-
work), 4) results orientation (achieving goals , cus-
tomer focus , business awareness, learning orientation ) ,
5) leadership (authority and influence , motivating &
empowering, Developing Others, Coping with

Pressure) ? Results are presented in table 1 according
to the following: any score that falls between 4.51-5.00

is term, Very High Extent (VHE), 3.51-450=High
Extent (HE) 2.51-3.50=Moderate Extent (ME), 1.51-
2.50=Low Extent (LE), and 0.00-1.50=Very Low
Extent (VLE).

The data in table 1 indicate that teachers rated
their principals’ creative leadership performance in
terms of managing change, 2) planning and organizing,
3) results orientation and 4) leadership at a Moderate
level. (mean = 3.50, 3.30, 2.79, and 3.45). Only item in
the dimension of interpersonal skills was “High Extent”
(mean = 3.57). Considering all dimensions, the highest
rating was in “managing change” (mean = 3.50), the

lowest rating was in “results orientation” (mean = 2.79).
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Table 1: Mean (and standard deviation [SD]) ratings on the perception of teachers to the degree they

demonstrated creative leadership

No. Items Mean S.D | Remark
Managing change 3.50 .79 ME
1. Shows initiative, has positive attitude, self Starter 3.61 .94 HE
2. Takes risks, challenges accepted practice, bends rules to make progress 3.52 1.02 HE
3. Originates change, makes things better, produces creative ideas and 3.46 1.03 ME
solutions
4. Adapts quickly to change, responds flexibly to people and situations 3.40 .96 ME
Planning & organizing 3.30 1 ME
1. Analyses situations carefully, makes rational judgments and logical 3.20 1.10 ME
decisions
2. Decides quickly, displays confidence, acts independently when 3.27 1.06 ME
necessary
3. Plans and prioritizes work activities, manages time effectively 3.31 .99 ME
4. Takes pride in work, does job well, gets the detail correct 3.41 1.03 ME
Interpersonal skills 3.57 57 ME
1. Expresses views clearly, makes impact with presentations 3.44 1.07 ME
2. Sensitive to people’s needs, involves people in plans and decisions 3.78 1.15 HE
3. Develops strong working relationships, builds rapport quickly 3.65 1.25 HE
4. Strong team player, works effectively with People 3.39 .99 ME
Results orientation 2.79 54 ME
1. Self motivated, driven to get ahead, prepared to do whatever it takes 2.83 1.07 ME
2. Applies customer concepts, focuses on quality and service 2.48 1.09 LE
3. Focuses on bottom line, controls costs, sets ambitious targets 2.67 1.09 ME
4. Exploits opportunities for self development, energetic, self aware 3.18 1.02 ME
Leadership 3.45 72 ME
1. Has presence and authority, enjoys being in charge, takes lead 3.57 .99 HE
2. Empowers and motivates team members, delegates tasks effectively 3.49 94 ME
3. Coaches and develops team, gives regular feedback 3.43 .96 ME
4. Handles pressure and stress, stays calm and in control 3.30 98 ME
Grand Total 3.32 48 ME

Research question II:

The second objective of the study was to an-
swer the question “what are teachers’ perceptions about
personal creative leadership” according to their: (a)
gender, (b) education level, and (c) year of experience ?

Gender

Table 2 below presents findings regarding
the differences in teachers perceptions of personal
principals creative leadership in terms of gender.
Opinions were analyzed using the independent sample

t-test and Levene’s Test for Equality of Variances. Table

2 also clarifies that if the value of Sig. was lower than
0.05 indicating that the variance of the two popula-
tions were unequal. Correspondingly, if the value of
Sig. was higher than 0.05 indicating that the variance
of the two populations was equal. As indicated in the
table, the t-test for Equality of Means indicates that
the overall t = 3252 and Sig. = .001 verified that
perceptions of male and female participants were

different.

Table 2 Summary of the Independent Sample t-test for gender related to teachers’perception about their self-

leadership bebaviors

Gender N Mean SD t Sig.(2-tailed)
Male 200 3.39 46 3.252 001
Female 138 3.23 48

*P-value < .05
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Education level

Data from Table 3 below clarifies creative
leadership data according to education level. Teachers
opinions were analyzed using One Way ANOVA. As
indicated in table 3 the F = 2.171 and Sig. = .116 for

education level (bachelor, master, doctorate). Analysis
of the data indicated there were not different at the
significant 0.05. meaning that teachers did not show

creative leadership.

Table 3 Summary of One Way ANOVA for education level related to teachers’ perception about their creative

leadership demonstrated

Education level N Mean SD F Sig.
Bachelor 114 3.26 .53
Master 213 3.34 44| 2171 116
Doctorate 11 3.51 48
Total 338 3.32 47

Table 4 A Bonferroni post hoc test indicated
education level (Bachelor differed with Master degree
(378 sig.) Bachelor differed with Doctorate degree
(:339 sig.), Bachelor differed with Doctorate (692 sig.))

Therefore, this study demonstrated that creative

Table 4 Post-Hoc (Bonterroni) for education level.

leadership behavior can measured in the teachers ,
and that there is a statistically significant difference
between at various education level in their perceptions

about principal’s creative leadership across the teachers.

Education level Bachelor Master Doctorate
Bachelor - 378 .339
Master 378 - .692
Doctorate .339 .692 -

Years of work experience

Data from table 5 below clarifies creative
leadership data according to chronological age. Teachers
opinions were analyzed using One Way ANOVA. As
indicated in table 5 the F = 2.08 and Sig. = .126 for

years of work experience teacher groups (1-15 year,
16-30 year, and over 30 year). Analysis of the data
indicated there were not different at the significant
0.05. meaning that teachers did not view creative

leadership.

Table 5 Summary of One Way ANOVA for years of work experience related to teachers’ perception about their

creative leadership demonstrated.

Years of work N Mean SD F Sig.
experience
1-15 year 62 3.43 .53
16-30 year 154 3.29 44 2.08 126
Over 30 year 122 3.29 48
Total 338 3.32 47

Discussion

This study produced useful information
regarding Thai vocational teacher’s perceptions and
performance of principal creative leadership as

applied throughout the Kingdom of Thailand. data

generated in this study indicated that teachers gener-
ally rated in their principals’ creative leadership
performance in terms of 1) managing change
2) planning & organizing 3) interpersonal skills

4) results orientation, 5) leadership.
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The teachers’ opinion about responded of
principals on interpersonal skills factors as “high”
(mean=3.57) which concordant with the principals’
need to have good interpersonal skills to work with
and manage people successfully (smith,2005).
Demonstrated that the principals’ in Vocational
College Institute as interpersonal skills perception per-
formance and ability intelligence very well. May be it
cite from profession development continues. This is
one factors led to principals’ creativity leadership
development. And benefit for their student and their
organization in the future.

These results can likely be related to the
education reform specified by The National
Educational Act 1999, revised in 2002 section 6 which
addressed educational standards and educational
quality guarantees. In addition, The Office for
National Education Standards and Quality Assessment
(Public Organization) determined the standards and
for principals to know and understand to guarantee
effective management. Specifically, the 10th standard
stated that the principal should have leadership skills
and ability to manage with creativity and vision. In
addition, the principal should have management abil-
ity, and should be an creative leadership, an effective
and democratic executive and reflect the satisfaction
of those their supervise. Therefore, the principal should

educate him/herself for these changes.
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When data on gender, education level and
year of experience were analyzed there was no significant
differences found, therefore the hypothesis was
accepted. This may be attributed to section 52, 54, and
55 of the National Education Act, 1999 which encourages
principals to excel at all levels, setting high standards
of professionalism without adequate support for
targeted professional development or individual

incentives.

Recommendations

This research initiated the process of
quantifying teachers’” perception of principals’ creative
leadership in Vocational Education Institutes in
Thailand. Further research could be conducted with
several types of vocational education institutes to test
the reliability of principals’ mcreative leadership in
this research. Further research should consider
replicating the present study principals’ university in
Thailand, because creative leadership field could be
advanced by either reproducing the study in another
educational institutions of and a in different organization.
Principal’s Vocational Education Institutes to clarify
the importance of concept and provide valuable data
and information on how each college could enhance
the use of creative leadership for benefit of all

organization.
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Ethical Leadership of Elementary School Principals in Thailand: A

Abstract

The purpose of this study was to investigate
teachers’ perception of principals’ ethical leadership
for selected elementary schools in Thailand. The sample
group included teachers in each randomly selected
elementary school, which were selected using a
stratified random sampling technique. This study used
survey research methodology (Cresswell, 2007). The
study instrument was the questionnaire, Ethical
Leadership Scale (ELS), developed by Yilmaz (2006).
Results indicated that teachers’ perception levels of
principals’ ethical leadership were rated as “High
Extent” in all dimensions. There were no significant
differences in teachers’ perceptions based on gender,

education level, or seniority.

Background

Ethical leadership is about the moral values
and rules effective in determining right and wrong
behaviors and attitudes. It means deciding what is
good or bad, right or wrong, just or unjust. Moreover,
ethics does not give a list of the moral principles of a
person, but explains his real behaviors (Schultz &
Werner, 2005). In this sense, ethical values can be
expressed as communicative, climatic, decision-
making and behavioral (Moorhouse, 2002).

Ethical leaders were thought to be honest and
trustworthy, beyond that, they were seen as fair and
principled decision-makers who care about people and
the broader society, and who behave ethically in their
personal and professional lives (Brown & Trevino, 2006).
They are characterized as honest, caring, and

principled individuals who make fair and balanced
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decisions. Ethical leaders also frequently communicate
with their followers about ethics, set clear ethical
standards and use rewards and punishments to see
that those standards are followed. (Brown & Trevino,
2006). Finally, ethical leadership predicts outcomes such
as the perceived effectiveness of leaders, followers’ job
satisfaction and dedication, and their willingness to
report problems to management (Brown, 2007).

In recent education management, there would
be cultivated students morality and ethic in all level
to become a good citizen. Especially principals would
be a model for teachers and students and can develop
themselves to be professional (Jamroen, 2005)

Schools are such institutions that have ethical
values and where students are taught some precious
values like communication, climate, decision-making
and behavior. During their administration, ethical
principles should be considered and an ethical
leadership concept should be applied. For this
purpose, principals and teachers should first possess
these values, and then reflect them in their actions
(Sergiovanni, 2004).

This research identified the degree of ethical
leadership of principals by the perception of teachers
in four aspects according to dimensions of communi-
cative ethics, climatic ethics, ethics in decision-making
and behavioral ethics in elementary school in
Thailand.

Purpose
The purpose of this study was to investigate
elementary principals demonstrated ethical leadership

behaviors according to teacher perception.



Research questions

1. What was the level of elementary school
teachers’ perceptions regarding ethical leadership
demonstrated by principals in terms of: 1) communi-
cative ethics 2) climatic ethics 3) ethics in decision-
making and 4) behavioral ethics?

2. Were there significant differences in teacher
perceptions according to: a) gender, b) education level,

c) seniority ?

Hypothesis
There will be significant difference in teachers’
personal perception of ethical leadership of principals

based on teacher gender, education level , and seniority

Methodology

This study used survey research methodology
(Cresswell, 2007). The population of the study com-
prised 28,930 Thai public elementary schools (Ministry
of Education, 2010). Krejcei and Morgan table for
determining a sample size at a significance level of
0.05 was used to determine study participants. Teachers
were initially selected using stratified random
sampling technique. (Mertler & Charles, 2008)
according to their geographic location within 5
regions of the country. In accordance with this proce-
dure, sample of 378 teachers was identified from this
group.

The survey instrument used was a question-
naire titled “Ethical Leadership Scale (ELS)”
developed by Yilmaz (2006). The dimensions of
ethical leadership were grouped under the four
separate dimensions, including communicative ethics,
climatic ethics, ethics in decision-making and
behavioral ethics. The questionnaire was translated into
Thai language and validated for content accuracy by 3
experts in Educational Administration. In order to
assess the reliability of ELS from testing of the
questionnaire in 30 respondents not included in the
final sample. The total Cronbach’s Alpha coefficient of
reliability of the scale was found to be Alpha = 0.853.
The coefficients of reliability of 4 sub-levels were: 0.841

, 0873, 0.886, and 0.813 respectively.

Data were collected by mailing the instrument
to each randomly selected teacher. A total of 325
survey questionnaires were returned representing a
response rate of 85.98%. The “SPSS for Windows” sta-
tistical program package was used to analyze data for
mean, standard deviation, independent sample t-test,
and one-way variance analysis. (Tabacnick & Fidell,
2001)

Findings

An analysis of the data for this study was
determined in two research questions based on
teachers’ personal perceptions best on ethical
leadership: degree of use and adaptation as following:

The first research objective was to answer the
question, “What was the level of elementary school
teachers’ perceptions regarding ethical leadership
demonstrated by principals in terms of: 1) communi-
cative ethics 2) climatic ethics 3) ethics in decision-
making and 4)behavioral ethics?”. Results are presented
in table 1 according to the following: any score that
falls between 4.51-5.00 is term, Very High Extent (VHE),
3.51-4.50=High Extent(HE) 2.51-3.50=Moderate
Extent(ME), 1.51-2.50=Low Extent (LE), and
0.00-1.50=Very Low Extent(VLE).

The perception of teachers to the degree they
demonstrated ethical-leadership. Teachers rated
ethical leadership performance in terms of communi-
cative ethics at a very high extent (mean = 4.53) Cli-
matic Ethics and Ethics in Decision Making at a high
extent (mean = 443 and 4.29), the lowest average was
in Behavioral Ethics at a moderate extent (mean =
3.25). All others were rated in the high extent catego-
ries. The mean and standard deviation for each ethical

leadership is indicated in table 1.
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Table 1 Mean and standard deviation rating on the perception of teacher to the degree they demonstrated of

ethical leadership

No. Items Mean | SD Remark
Communicative ethics 4.53 49 VHE
1. accepts his faults. 4.58 49 VHE
2. doesn’t demonstrate selfish behaviors. 4.42 .49 HE
3. behaves justly his staff. 4.60 49 VHE
4.  participates in discussions constructively and tactfully. 4.51 .50 VHE
5. is patient. 4.50 .50 HE
6. is humble. 4.57 49 VHE
7.  behaves equally to everyone. 4.70 45 VHE
8.  behaves kindly to all his staff. 4.66 47 VHE
9.  behaves passionately to all his staff. 4.59 .49 VHE
10. shows respect to others. 4.50 .50 HE
11. isn’t seditious among teachers. 4.59 .49 VHE
12. is compassionate. 4.37 48 HE
13. behaves sincerely to his staff. 4.56 .49 VHE
14. doesn’t judge his staff because of their personal characteristics. 4.48 .50 HE
15. has a feeling of gratitude for the services around him. 4.46 .49 HE
Climatic ethics 443 49 HE
1. encourages his staff. 4.55 49 VHE
2. tries to propagate his own ideas through an approach based on love. 4.36 48 HE
3. determines concrete objectives for the future 4.56 49 VHE
4. is willing to learn. 4.43 49 HE
5. accepts the different ideas of his staff. 4.39 A48 HE
6. rewards the achievements of his staff justly. 4.34 47 HE
7. establishes the rules of the school accurately. 4.48 .50 HE
8. creates free environment for discussion. 4.47 .50 HE
9. strives to increase his professional efficiency. 4.35 47 HE
10. carries out his duty with a sense of responsibility. 4.39 A48 HE
11. creates the appropriate environment to reveal the creativity of his staff. 4.46 49 HE
Ethics in decision making 4.29 45 HE
1. 1is systematic in finding solutions. 4.34 47 HE
2. never tries to take advantage of political issues. 4.29 45 HE
3. never tries to take advantage of religious issues. 4.34 47 HE
4. never tries to take advantage of fiscal matters. 4.30 45 HE
5. carries out his duties with honesty. 4.36 A48 HE
6. applies the common decisions efficiently. 4.32 46 HE
7. determines the limits in school matters. 4.22 41 HE
8. doesn’t have negative habits. 4.20 40 HE
9. knows the limits of his deeds. 4.28 45 HE
Behavioral ethics 3.25 =y ME
1. can self-evaluate. 3.20 .55 ME
2. 1is honest. 3.25 .61 ME
3. Dbehaves honestly. 3.12 41 ME
4. behaves courageously. 3.16 46 ME
5. always tells the truth in all conditions. 3.20 Sl ME
6. is knowledgeable. 3.14 42 ME
7. acts upon the principle of reality. 3.25 .60 ME
8. protects individual rights. 3.59 .84 HE
9. respects the values of the society. 3.52 .76 HE
Grand Total |  4.20 50 HE
%0
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The second objective of the study was to
answer the question “Were there significant differences
in teacher perceptions according to: a) gender, b)
education level, c) seniority ?” Data presented in Table

2-4 summarize the results as follows:

Gender
The following table presents findings regard-
ing the differences in teachers’ perceptions of personal

ethical leadership in terms of gender. Opinions were

Table 2 Summary of Independent Sample t-test for

ethical-leadership behaviors.

analyzed using the independent sample t-test and
Levenes Test for Equality of Variances. Table 2 also
clarifies that if the value of Sig. was lower than 0.05
indicating that the variance of the two populations
were unequal. Correspondingly, if the value of Sig.
was higher than 0.05 indicating that the variance of
the two populations was equal. As indicated in the
table, the t-test for Equality of Means indicates that
the overall t = -0.02 and p = 0.98 verified that perceptions

of male and female participants were not different.

gender related to teachers perception about their

Gender N Mean SD t p
Male 127 4.19 0.12
-0.02 0.98
Female 198 4.20 0.11

Education level
The following table presents findings regarding
the data according to teacher’ opinions for ethical lead-
ership for level of education were analyzed us One
Way ANOVA. As indicated in table 3 the F = 0.24 and

P = 0.86 for three age groups (Lower than Bachelor’s
Degree, Bachelor’s Degree, and higher than Bachelor’s
Degree). Analysis of the data indicated there was no
significant difference, meaning that teachers did not
view ethical leadership differently based on education

level.

Table 3 Summary of One Way ANOVA for education level related to teachers’ perception about their ethical

leadership behaviors.

Education level N Mean SD F P
gzzggr‘an 7 | 416 | 013
Bachelor 216 4.20 0.11 0.24 0.86
E;%ﬁi{otfan 101 | 420 | 0.12
Seniority age groups (1-10, 11-20, and over 20 years). Analysis

The following table clarifies ethical leadership
data according to chronological age. Teachers
opinions were analyzed using One Way ANOVA. As
indicated in table 4 the F = 0.32 and P = 0.81 for three

of the data indicated there was no significant difference,
meaning that teachers did not view ethical leadership

differently based on age.
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Table 4 Summary of One Way ANOVA for seniority related to teachers’ perception about their ethical

leadership behaviors.

Seniority N Mean SD F p
1-10 years 7 4.20 0.12
11-20 years 216 | 421 | 0.11 0.32 0.81
over 20 years 101 4.19 0.11

Discussion and recommendations

This study produced useful information
regarding Thai primary teacher’s perceptions and
performance of ethical leadership. There was no
statistically significant difference in the teachers’
perceptions about the principals’ ethical leadership
behaviors depending on gender, education level and
seniority “at any level”. Therefore, it can be concluded
that the teachers’ opinions about their principals’ ethi-
cal leadership behaviors were all common; that is, all
of them accepted their principals’ behaviors as posi-
tive. In other words, no significant relation was found
between the teachers’ seniority and their perceptions
about their principals’ ethical leadership. As a result,
it was observed that the principals didn’t act
“completely” upon his responsibilities at “the behavioral
ethics level” like self-evaluation, not lying, protecting
individual rights, whereas they “generally” performed
their ethical responsibilities at “the communicative,
climatic ethics and ethics in decision making level”
like being just, understanding, patient and humble
(Brown & Trevino, 2006).

The principals have an important role to

perform in establishing an ethical culture at school.
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Therefore, they should be a good role model for their
staff by demonstrating ethical behaviors at and out of
school, because the staff will act what theme receives
from their principal. In another study by Pehlivan
(2002) and Turhan (2007) about “Ethical leadership”
that teachers’ perception about principals at “high
extent”

School with ethicalvalues also possess a good
outlook. Principals should determine ethical principals
peculiar to their own schools considering universal
ethical principles and the ethical values of their societies.
Therefore, the principals should act upon these ethical
principles and urge their staff to follow their lead.

This research study teachers’ perception about
principals’ performance of “ethical leadership”. From
findings Ministry of Education should develop and
train principals’ ethical behavior at all dimensions.
Further research could study now compare elementary
teachers with those secondary teachers. Initial
planning has been initialed to determine how public
and private elementary school teachers in Thailand
view the similarities and differences in the way
teachers perceive “Ethical Leadership” in their daily

professional lives.
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Learning Organization in Thai Primary Schools: Perceptions of

Abstract

This study aimed to investigate teachers’ and
principals’ perceptions on learning organization for
primary schools in Thailand. The questionnaire used
in this study was the Dimensions of Learning
Organization questionnaire (DLOQ). Data were
analyzed by computing basic descriptive statistics, and
independent sample t-test. The findings revealed that
the average perception levels of teachers and princi-
pals on learning organization were rated as “High
Extent” in all dimensions. The highest average percep-
tion level was in “Authorization” and the lowest was
in “Continuous Learning”. There was no significant
difference between perceptions educators according
to either the size or location of their school. Based on
the results, it was suggested that principals should

study in all dimension to improve their organization.

Background

A learning organization is the term given to
an organization that facilitates the learning of its
members and continuously transforms itself. Learning
organizations develop as a result of the pressures
facing modern organizations and enables them to
remain competitive in the business environment. A
learning organization has five main features; systems
thinking, personal mastery, mental models, shared
vision and team learning. (Wang, 2003.)

School basically is an organization provided
that all aspect of teaching and learning focusing on
the learning of students as the ultimate goal (Hoy &
Miskel,2008). Generally educators individually

identify the concept of a learning organization. Garvin
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(2005) noted that a learning organization was part of
a culture that implemented skills of creating and
transferring knowledge to action, as well as expanding
and adapting knowledge for effecting enlightenment
and new information. Marquardt (2003) explained that
it was the organization of learning power and
dynamic process, including the capacity to learn and
use knowledge that become the instruments of
success. So it could be assumed that, for school, the
learning organization could directly effect student
quality, as they are the main product of the educational
management.

There are various models describing the
potential characteristics and factors of learning
organization .For example, Senge (2000) described
the learning organization consisted of [1] personal
mastery , [2] mental model, [3] shared vision,[4] team
learning and [5] systematical thinking. Kaiser (2000)
proposed 8 factors related to learning organization,
including [1] determination leader, [2] organization
culture supported a learning and sharing among
members, [3] mission and strategy created by system-
atical thinking, [4] administration and management
considered by achievement and failure, [5] integrated
organization culture, [6] complete information
system, [7] work environment for supporting learning
and [8] encouragement and incentive.

In identifying a model of learning organization
that specifically relates to schools, the research
concluded that the most appropriate choice was that
proposed by Watkins and Marsick (2003). This model
includes the following factors : 1) continuous learning,

dialogue and inquiry, team learning, embedded



systems, empowerment, system connections and
provide leadership.

As a result of a literature review and
research analysis, the researcher became interested in
understanding the level of learning organization in
primary schools, based on the perceptions of teachers
administrators

and in terms of primary school

development and implementation in Thailand .

Purpose

The purpose of this study was to investigate
the level of integration for seven factors of learning
organization in Thai primary schools according to the

perception of teachers and principals.

Research questions

1. What was the level of learning organization
practiced in Thai primary schools based on the
perceptions of teachers and administrators in terms
of: 1) continuous learning, 2) dialogue and inquiry, 3)
team learning, 4) embedded systems, 5) empowerment,
6) system connections, and 7) providing leadership?

2. Did the perceptions of teachers and
administrators indicate significant differences according

to school size and school location?

Hypothesis

It was predicted that would be significant
differences in teachers’ and principals’ perceptions of
learning organization based on school size and

location.

Methodology

This research study used mail survey research
methodology. (Green, Camilli, & Elmore, 2006). The
population was comprised of 29,362 Thai public
primary school . (Thai Ministry of Education, 2010).
Krejcei and Morgan’s table was used to determine a
sample of 395 schools at a significance level of 0.05
(The Research Advisors, 006) Schools were selected

using stratified random sampling (Mertler & Charles,

2008) . Participants included one teacher and one
principal in each randomly selected school.

The research instrument was a standardized
questionnaire titled the “Dimensions of Learning
Organization questionnaire: DLOQ” developed by
Watkins and Marsick (2003). The dimensions of
learning organization were grouped under the seven
dimensions  mentioned above. The questionnaire
was translated into Thai language and validated by
three experts in educational administration. The
translated DLOQ was pre-tested for reliability with
The
total Cronbach’s alpha coefficient of reliability (Revelle,
Zinbarg, 2009) was found to be alpha .95 .82, .81, .83,
81, .82, .82, and .88

learning, dialogue and inquiry, team learning |,

30 respondents excluded in the final sample.

for questionnaire (continuous

embedded systems , empowerment , system connec-
tions , provide leadership) respectively.

Data were collected by mail. A total of 790
survey questionnaires were returned representing a
response rate of 74% . The “SPSS for windows
version 11.5 statistics package was used to analyze
data for means, standard deviations, independent
sample t-test. (Tabacnick & Fidell, 2001)

Findings:

Research question I:

The level of integration for the seven factors
of learning organization for primary schools in
Thailand (continuous learning, communication and
requirement, learning in group, system formation,
authorization, system connection and preparing
leadership) are presented in table 1 according to the
following descriptions: Scores that fell between
451-5.00 were be classified to term of Very High
Extent (VHE) following by 3.51-4.50=High Extent (HE),
2.51-3.50=Moderate Extent (ME), 1.51-2.50=Low Extent
(LE), and 0.00-1.50=Very Low Extent (VLE) respec-
tively.
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Table 1 Mean (and standard deviation [SD]) ratings on the perception of administrators and teachers to the

degree they demonstrated learning organization for primary schools.

No. Items Mean | SD Remark

Continuous Learning 3.82 | 57 HE

1. In my organization, people openly discuss mistakes in order to learn 3.75 | .81 HE
from them.

2. In my organization, people identify skills they need for future work 385 .75 HE
tasks.

3. In my organization, people help each other learn. 4.07 | .78 HE

4. In my organization, people can get money and other resources to 3.72 | .86 HE
support their learning.

5. In my organization, people are given time to support learning. 3.89 | .74 HE

6. In my organization, people view problems in their work as an 3.80 | .79 HE
opportunity to learn.

7. In my organization, people are rewarded for learning. 3.70 | .98 HE

Communication and Inquiry 3.86 | .57 HE

1. In my organization, people give open and honest feedback to each other. 383 | .82 HE

2. In my organization, people listen to others' views before speaking.

3. In my organization, people are encouraged to ask "why" regardless of 393 | .73 HE
rank. 3.66 | .83 HE

4. In my organization, whenever people state their view, they also ask what
others think. 379 | 81 HE

5. In my organization, people treat each other with respect. 403 | .79 HE

6. In my organization, people spend time building trust with each other. 394 | .79 HE

Learning in group 3.85| .56 HE

1. In my organization, teams/groups have the freedom to adapt their goals as 3.89 | .73 HE
needed.

2. In my organization, teams/groups treat members as equals, regardless of 392 | .77 HE
rank, culture, or other differences.

3. In my organization, teams/groups focus both on the group's task and on 3.89 | .74 HE
how well the group is working.

4. In my organization, teams/groups revise their thinking as a result of 386 | 74 HE
group discussions or information collected.

5. In my organization, teams/groups are rewarded for their achievements as 3.77 | -84 HE
a team/group.

6. In my organization, teams/groups are confident that the organization will 3.78 | .76 HE
act on their recommendations.

System Formation 386 | -59 HE

1. My organization uses two-way communication on a regular basis, such as 398 | .78 HE
suggestion systems, electronic bulletin boards, or town hall/open
meetings.

2. My organization enables people to get needed information at any time 392 | .76 HE
quickly and easily.

3. My organization maintains an up-to-date data base of employee skills. 3.89 | .77 HE

4. My organization creates systems to measure gaps between current and 375 79 HE
expected performance.

5. My organization measures the results of the time and resources spent on 3.78 | 79 HE
training.

Authorization 395 | 54 HE

1. My organization recognizes people for taking initiative. 4.14 | .73 HE

2. My organization gives people choices in their work assignments. 4.04 | .71 HE

3. My organization invites people to contribute to the organization's vision. 396 | .73 HE

4. My organization gives people control over the resources they need to
accomplish their work. 390 | .75 HE

°
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Table 1 Mean (and standard deviation [SD]) ratings on the perception of administrators and teachers to the

degree they demonstrated learning organization for primary schools. (cont’d.)

No. Items Mean | SD Remark
5. My organization measures the results of the time and resources spent on 3.78 1 .79 HE

training.

Authorization 395 | 54 HE
1. My organization recognizes people for taking initiative. 414 .73 HE
2. My organization gives people choices in their work assignments. 4.04 | .71 HE
3. My organization invites people to contribute to the organization's vision. 396 | .73 HE
4. My organization gives people control over the resources they need to

accomplish their work. 390 | .75 HE
5. My organization supports employees who take calculated risks 381 | .75 HE

6. My organization builds alignment of visions across different levels and 3.84 | .75 HE

work groups.

System Connections 393 | .52 HE
1. My organization helps employees balance work and family. 392 .74 HE
2. My organization encourages people to think from a global perspective. 396 | .75 HE
3. My organization encourages everyone to bring the customers' views into 387 .71 HE

the decision making process.
4. My organization considers the impact of decisions on employee morale. 391 | .74 HE
5. My organization works together with the outside community to meet 4.00 | .69 HE
mutual needs.

6. My organization encourages people to get answers from across the 395 71 HE
organization when solving problems

Preparing Leadership 393 | .61 HE

1. In my organization, leaders generally support requests for learning 396 | .72 HE

opportunities and training.

2. In my organization, leaders share up to date information with employees 385 .75 HE

about competitors, industry trends and organizational directions.

3. In my organization, leaders empower others to help carry out the 393 | .74 HE

organization's vision.

4. In my organization, leaders mentor and coach those they lead. 393 | .77 HE
5. In my organization, leaders continually look for opportunities to 398 | .78 HE
6. Learn.

7. In my organization, leaders ensure that the organization's actions are 392 | 78 HE

consistent with its values
Grand Total | 3.89 45 HE

Table 1 indicates that primary schools in
Thailand were rated at the high extent for all factors
of the learning organization by teachers and principals
(mean score = 3.892). The factor of Authorization was
rated highest with a mean score of 395 , followed by
System Connection (mean score = 3.93) and Preparing
Leadership (mean score = 3.93) respectively. The least
mean score was identified with the factor of Continuous

Learning (mean score = 3.82).

Research question II:

Research objective No. 2 was to study and
compare the level of being learning organization for
primary schools in Thailand (continuous learning,
communication and requirement, learning in group,
system formation, authorization, system connection and
preparing leadership) regarding to school seize and

location as shown in Tables 2-3.

Table 2 Comparing the level of learning organization for primary schools in Thailand provided by administra-

tors and teachers based on school seize

School size N Mean SD t Sig. (2-tailed)
Small schools 428 3.890 46 -.147 .884
Large schools 156 3.897 43
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Table 2 Indicator small schools were found
that at the high level of being learning organization
(mean score = 3.890). Large schools were also found at
the high level of being learning organization as well

(mean score = 3.897).

The result of comparing mean score of being
learning organization between small schools and large
schools found no statistically significant difference at
the level of .05. It was concluded that there was no
difference between small schools and large schools for

levels of learning organization.

Table 3 Comparing the level of learning organization for primary schools in Thailand provided by administrators

and teachers based on school location

School location N Mean SD t Sig. (2-tailed)
Urban school 100 3.852 .39 -1.087 279
Non-urban school 484 3.90 46

Table 3, urban schools were rated at the high
level of being learning organization (mean score =
3.852). Non-urban schools were also found at the high
level of being learning organization (mean score =
3.90).

The result of comparing a mean score of learn-
ing organization between urban schools and
on-urban schools found no statistically significant
difference at the level of .05. It was concluded that
there was no difference between urban schools and
non-urban schools for learning organization based on

location.

Discussion

This study revealed that the level of learning
organization for primary schools in Thailand was rated
at a high level for all dimensions. Comparing the
difference of being learning organization level between
small primary schools and large primary schools , it
was found that there was no statistically significant
difference at the .05 level . Comparing the level of
learning organization regarding school location, it was
found that urban schools were at a high level while
non-urban schools were also at a high level with no
a statistically significant difference.

Results of this study in relation to school size

math those of previous studies by ~Sanratana (2002)
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and Sroinam (2004) who studied learning organiza-
tions in secondary schools and found no
significant difference by school size Currently,
educational management of Thailand was processing
in the 2nd educational reform focusing on reforming
systematical education and learning. It also
emphasized on developing quality and standard of
education including increasing opportunity for
learning, promoting the cooperation of all sections,
adapting efficiency of management system to reach
quality of educational management (Ministry of
Education, 2009). As a result, all schools were
promoted and developed to be qualitative learning

organization as well.

Recommendations

The overview study and comparison of level
of being learning organization between small schools
and large schools found no difference. However,
considering to each description, large schools were
found mean score of Learning in group at 3.91 while
small schools were found at 3.83. So the result of
comparison showed the statistically significant
difference at level of .05. It was consequently
recommended that the development of being learning
organization for small schools should emphasize on

the topic of Learning in group.



Likewise, the study and comparison of level
of being learning organization between urban schools
and non-urban schools found no difference though its
mean score of urban schools were found higher.
Considering to each description, Learning in group,
and system formation were found the statistically
significant difference at level of .05. It was consequently
recommended that the development of being learning
organization for non-urban schools should emphasize
on the topic of learning in group, and system

formation.

This research demonstrated Thai primary
schools and performance of “learning organization”.
Further research could now study a model of learning
organization development in primary schools and
factors affecting team learning, continuous learning
and a system to promote schools to develop teachers
and principals. Ministry of Education should set policy
to promote systematic learning organization
development, so that schools and students will be

developed qualitatively and effectively.
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Spirituality of Principals in Ecclesiastical Secondary Schools

Abstract

The purpose of this study was to investigate
the level of spirituality of principals in ecclesiastical
secondary schools. The sample group was 338
teachers from ecclesiastical secondary schools in
Thailand, The questionnaire used in data collection
was the questionnaire of spirituality from Miami Sum-
mer Project Trek Application (Roe, 2009) consisting of
11 aspects: (a) Responsibility, (b) Adaptability, (c)
Personal Appearance and Manners, (d) Cooperation
and Teamwork, (e¢) Communication, (f) Spiritual
Maturity, g) Sensitivity, (h) Emotional Stability, (i)
Personal Ministry, (j) Initiating with others, and (k)
Teaching ability. The results of study indicated that
the average attitude of teachers towards spirituality of
principals was in all aspects at a high level and male
teachers rated principals significantly higher than

female teachers.

Background

Spirituality is increasingly becoming a popular
topic because of its significant role in organizations
(Abdul Ghani, A, Naser Jamil, A., & Intsar Turki, A,
2009).
(Atmaswarupananda, 2002). That spirituality might

Spirituality means willingness to change
be part of what makes leaders effective is gaining
credibility (Abdul Ghani Kanesan Abdullah, Naser Jamil
Alzaidiyeen, Intsar Turki Aldarabah, 2009 ). The
definitions of spirituality fall into three categories: (1)
Personal inner experience; (2) Values; and (3) Outer
behaviors (Schmit and Allshied, 1991).

A definition of leadership in schools should

include the dimensions of influence, competence,
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morality, and transformation (Smith and Piele, 2006).
So spirituality is the moral principle of leadership in
any organization. It has been shown that leadership
behaviors affect student outcomes and the success or
failure of schools (Creighton, 1999). Principals are the
key persons affecting success or failure of any school.
Spirituality of principals is the main factor in developing
educational systems in society. School principals must
be “responsible for building an organization where
people are continually expanding their capabilities to
shape their future-that is leaders are responsible for
learning” (Senge, 1990).

There are problems with effectiveness in
working of principals, especially about spirituality.
Spiritual development encourages and facilitates
positive changes in the school community and the
lives of those within. School leaders who fail to realize
the potential of spiritual development miss the strengths
of its application in school leadership (Creighton, 1999).
At present there are laws for reforming education with
focus to manage lifelong learning, in managing
schooling using student centered learning. Leaders with
spirituality demonstrate a true “caring” for all in the
organization, so the approach to problem solving is
synergistic, not adversarial (Covey, 1998). Therefore,
spirituality of principals is still a problem and
necessary to develop. If the principals don’t have
spirituality, there wont be any change. Significant
leadership results in change (Smith and Piele, 2006).

Ecclesiastical secondary schools are managed
under Office of National Buddhism and administrated
by monks in both Dhamma/Pali and secular studies.
Ecclesiastical schools have organizational culture
under Buddhist order.



Therefore, the researcher was interested in
studying spirituality of principals in the ecclesiastical
school by improved questionnaires of spirituality from
Miami Summer Project Trek Application (Roe, 2009)
consisting of 11 aspects: (a) Responsibility (b)
Adaptability (c) Personal Appearance and Manners
(d) Cooperation and Teamwork (e) Communication
(f) Spiritual Maturity g) Sensitivity (h) Emotional
Stability (i) Personal Ministry (j) Initiating with others
(k) Teaching ability.

Purpose
The purpose of this study was to investigate
the level of spirituality of principals in ecclesiastical

secondary schools.

Research questions

1) To what degree did principals in ecclesiastical
schools demonstrate spirituality in eleven dimensions
according to the perceptions of their teacher?

2) Were there significant value differences in
the perceptions of teachers about the demonstrated
spirituality of principals according to the teacher’s (a)
gender, (b) age, (c) educational level and (d) years of

work?

Hypothesis

Teachers with different gender, age, education
level and years of work experience will have different
attitudes towards spirituality of principals in

ecclesiastical secondary schools.

Methodology

The survey research methodology was used
in this study. The population comprised of a random
sample from a total of 2,871 teachers from 401
ecclesiastical secondary schools in Thailand. Krejcie
and Morgan’s table for determining sample size at a
significance level of .05 was subsequently used to
determine study participants. The teachers were

identified as participants for this study and initially

selected using stratified random sampling technique.
(Mertler& Charles, 2008). The sampling group of 338
teachers was selected in this study.

The survey instrument used was the “Spiritual
Leadership Questionnaire” from the Miami Summer
Project Trek Application (Roe, 2009), and at the same
time, the researcher improved the questionnaires to
cover the content of characteristics of principals who
are the Buddhist monks in ecclesiastical secondary
schools. They are consisted of 11 aspects: (a)
responsibility, (b) adaptability, (c) personal appearance
and manners, (d) cooperation and teamwork, (e)
communication, (f) spiritual maturity, g) sensitivity,
(h) emotional stability, (i) personal Ministry, (j) initiating
with others, and (k) teaching ability. An initial survey
questionnaire was reviewed and approved by three
experts in educational administration. After the expert
approval, the researchers revised the questionnaire and
gave to 30 teachers, not the sample population to
confirm its reliability. The reliability of the test was
calculated by using the method of Cronbach’s
coefficient alpha. The total Cronbach’s alpha coeffi-
cient of reliability (Revelle, Zinbarg, 2009) was .977.
Then the questionnaire was finally printed out for all
sample population.

Data were collected by researcher himself. A
total of 338 survey questionnaires were returned
representing a response rate of 100%. The “SPSS for
Windows” statistical program package was used to
analyze data. Statistics used for data analysis included
frequency, percentage, mean, standard deviation, t-test
and One-Way ANOVA.

Findings

Personnel information of 338 informants -
Gender: 75.1% were male, 24.9% were female. Age:
21.0% were lower than 30 years, 32.8 % were between
31-40 years, 35.8 % were between 41 - 50 years, and
10% were over 51 years. Education level: 88.2 % were
under-graduate level, 6.5 % were graduate level or
higher, and 5.3 were others. Year of work: 62 % were
less than 10 years, and 37.9% were higher than 10
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Table 1

principals in Ecclesiastical Secondary School

Showing Mean and Standard Deviation [SD] rating on attitude of teachers towards spirituality of

Spirituality of principals Mean S.D. Remark

1. Responsibility 3.75 .84 high
2. Adaptability 3.78 .94 high
3. Personal Appearance and Manners 3.01 1.17 medium
4. Cooperation and Teamwork 3.82 .99 high
5. Communication 3.41 1.00 high
6. Spiritual Maturity 3.59 .96 high
7. Sensitivity 3.86 1.01 high
8. Emotional Stability 2.68 1.02 medium
9. Personal Ministry 3.36 .94 medium
10. Initiating with others 3.72 1.11 high
11. Teaching ability 3.81 1.00 high
Total 3.53 54 high

Data in Table 1 indicates that the attitude of teachers

towards spirituallity of principals in over all items

were rated at a high level. Considering each item,

item No. 7, Sensitivity, and item No. 4, Cooperation

and Teamwork were the highest levels and the lowest

was No.8, Emotional Stability, at the medium level.

Table 2 Attitude of teachers towards spirituality of principals in Ecclesiastical Secondary School according

to gender

Levene's Test for

Equality of Variances for Equality of Means
Variances .
F Sig.
Sig. t (2-tailed)
Equal variances assumed 6.63 .01 2.49 | 336.00 .01
Equal variances not 2.14% | 114.45 .03*
assumed

*P-value <.05

Data from table 2 indicate that teachers with different gender had different attitude towards spirituality

of principals in Ecclesiastical Secondary School with the statistic significant figure .05. Male (3.57) rated princi-

pals significantly higher than female (3.40).

Table 3  Attitude of teachers towards spirituality of principals in Ecclesiastical Secondary School according

to age

Sum of Mean
Squares df Square Sig.
Between Groups 1.802 3 .601 2.104 .100
Within Groups 95.346 334 285
Total 97.148 337
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years.

Ecclesiastical Secondary School were analyzed by using One Way ANOVA. It found that there was no significant

Table 3 presents the data according to teachers’ attitudes towards spirituality of principals in

difference by the age of the teacher in their perception of principals in Ecclesiastical Schools.

Table 4 Attitude of teachers towards spirituality of principals in Ecclesiastical Secondary School according to

educational level.

Sum of Mean
Squares df Square F Sig.
Between Groups 1.600 2 .800 | 2.805 062
Within Groups 95.548 335 285
Total 97.148 337

Table 4 presents the data according to teachers’ attitudes towards spirituality of principals in Ecclesiastical
Secondary School, analyzed by using One Way ANOVA. It found that teachers with different educational levels

had no significant difference in their attitude towards spirituality of principals in Ecclesiastical School.

Table 5 Attitude of teachers towards spirituality of principals in Ecclesiastical Secondary School according to

years of work

Levene's Test for t-test
Equality of for Equality of Means
Variances Variances

Sig.

F Sig. t df (2-tailed)

Equal variances 64 | 87| 336 06
assumed

Equal variances not 192 | 29207 06
assumed

Data from table 5 indicate that teachers with different years of work had no significant in their attitude

towards spirituality of principals in Ecclesiastical Secondary School with the statistic significant figure .05.

Discussion and recommendations

This study indicated that teachers’ attitude
towards spirituality of principals in Ecclesiastical
Secondary Schools were rated in all aspects at a high
level. In addition, it was found that male rated their
principals significantly higher than female teachers.
The results of this study indicated that teachers
generally rated their spirituality of principals in terms
of (a) responsibility, (b) adaptability, (d) cooperation

and teamwork, (e) communication, (f) spiritual matu-

rity, g) sensitivity, (j) initiating with others, and (k)
teaching ability at a high level. This shows that
spirituality of principals in Ecclesiastical Secondary
Schools 5is good. This research is important for
development of the principals in Ecclesiastical
Secondary School in Thailand, making Ecclesiastical
Secondary School in Thailand improve. This result
corresponds the definition of (Creighton, 1999) saying
it has been shown that leadership behaviors affect

student outcomes and the success or failure of schools.
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Further research should get more deeply deep information from the teachers, should be
nformation because this research was Quantitative conducted with other types of secondary schools and
Research. It might not cover the content of all aspects should study why male teachers rated principals
or all teachers in Ecclesiastical Secondary School, and ~ significantly higher than female teachers in Ecclesias-
they might not give the true information. Further tical Secondary Schools.

research should be the Qualitative Research to collect
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Teachers’ Organizational Commitment in Thailand’s Private

Kindergarten Schools: A Four Dimensional View

Abstract

The purpose of this study was to investigate
teacher’s level of organizational commitment in Thai
private kindergarten schools. The questionnaire used
in this study was Organization Commitment in
Education Organizational Questionnaire: OCEOQ
developed by Celep (2002).

using basic descriptive statistics, and independent

Data were analyzed

simple t-test. The finding revealed that the average
perception levels of teacher’s organizational commitment
were rate as “high extent” in all dimensions. The
highest average perception level was in “commitment
in occupation” and the lowest was in “Commitment to
school” There were no significant differences in teachers’
perception of different gender, school size and
different school location . Based on the resultS, it was
suggested that teacher should continue to determine
how to develop new methods of commitment to their

kindergarten organizational and value structure.

Background

Organizational commitment is defined as
multidimensional in nature, involving an employee’s
loyalty to the organization, willingness to exert effort
on behalf of the organization, degree of goal and value
congruency with the organization, and desire to
maintain membership (Mowday, Steers, and Porter,
1982).

Organizational commitment is typically mea-
sured by items tapping respondents’ willingness to
work hard to improve their companies, the fit be-
tween the firm’s and the worker’s values, reluctance

to leave, and loyalty toward or pride taken in working

Sarochin Suwisut

for their employers old (Maume, 2006). In recent years,
organizational commitment in schools has become a
major pre-occupation throughout many countries.
(Joolideh and Yashodhara, 2009).

Celep (2002) indicated teachers’ organizational
commitment in an educational community has four
dimensional structures consisting of 1) Commitment
to school is defined as teacher’s belief and acceptance
of the goals and values of the school, teacher efforts
for actualization those goals and values, and teacher’s
strong desires to keep up membership in the school
this definition is based on the concept of organizational
commitment 2) Commitment to Teaching Occupa-
tion is defined as teacher’s attitudes towards their occu-
pation. the concept that are professional commitment,
career orientation, career comment and career salience
3) Commitment to Teaching Work is formed with
Morrow’s approach(1983) with maintains the
occupied level of an individual’s daily life. Commitment
of teaching work is the physical and psychological
occupied level of a teacher in his/her daily life
4) Commitment to college (Work Group) as defined
as the employee’s Sense of faithfulness collaboration
with other working groups within and organization in
this respect, the commitment of teacher to work group
in the school is based on density of the teacher’s sense
of faithfulness and collaboration with other teacher.

According to the Thai National Education Act
(2001), private schools are one of the most important
social institutionS in the society. To determine the
teachers’ level of organizational commitment with
regard to the commitment to school, to teaching, to

work group and to the teaching profession is an

Journal of Educational Administration, kku ®
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important lelement of both teacher and school achievement.

The focus of this study was to determine the
degree of teacher commitment to organizational
support in Thai private kindergarten schools according
to four dimensions, a) commitment to school
b) teaching work c) the occupation of teaching, and

d) commitment to work group

Purpose
The purpose of this study was to determine
the level of organizational commitment of kindergarten

teachers in Thai private kindergarten schools.

Research questions

1. To what degree did Thai private kinder-
garten school teachers reflect commitment to the
concept of school, teaching, the teaching profession,
and group work?

2. Did the perceptions of teacher indicate
Significant differences according to school size, school

location, and gender?

Hypothesis

It is predicted that there would be significant
difference in Thai kindergarten teacher’s organizational
commitment according to their school size, school

location, and gender.

Methodology

The study used mail survey research
methodology (Green, Camilli& Elmore, 2006). The
population consisted of 19,360 Thai private kindergarten
school teachers (Office of Private Education Commission,
2010). Krejcei and Morgan’s table for determining a
sample size at a significance level of 0.05 was
subsequently used to determine study participants. (The
research Advisors, 2006). Teachers were initially
selected using stratified random sampling technique
(Mertler & Charles, 2008) according to their geographic
location within 5 regions of the country. In accordance

with this procedure, a sample of 395 teachers was

e - .
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identified from this group.

The instrument for this study was a ques-
tionnaire titled “Organizational Commitment in
Educational Organizational Questionnaire (OCEOQ)”
developed by Celep (2007). The dimensions of
organizational commitment were grouped under four
dimensions identified above. The questionnaire was
translated into Thai language and validated by 3
experts in Educational Administration. A pilot test of
30 private kindergarten school teachers was conducted
to establish reliability of the OCEOQ instrument. The
total Cronbach’s alpha coefficient of reliability (Revelle,
Zinbarg, 2009) was found to be Alpha= 00.88 and
0.89, 0.84, 090, and 090 for commitment to school,
commitment to teaching work, commitment to
teaching occupation, commitment to work group.

Data were collected by mail. Total of 335
survey questionnaires were returned representing a
response rate of 89 % The “SPSS” for window version
17 statistics package was used to analyze data for
means, standard deviations, t-test. (Tabacnick & Fidell,
2001)

Findings

The findings of this research are explained
under the teachers’ Organizational commitment

according to the following research question:

Research question I:

The first research objective was to answer the
question, “what is the level of private kindergarten
school teachers’ perception recording their commitment
in term of 1) commitment to the school, 2) commitment
to teaching work, 3) commitment to teaching occupation,
4) commitment to workgroup (colleagues)” Results
are presented in table one according to the following:
any score that fall between 4.51-5.00 is term, Very
high Extent ( VHE), 3.51-4.51=High Extent(HE),
2.51-3.50=Moderate Extent (ME), 1.51-2.50=Low
Extent(LE),and 0.0-1.50=Very Low Extent(VLE).



Table 1: Mean (and standard deviation [SD]) ratings on the commitment level of teachers in Thailand’s private

kindergarten schools.

No Items Mean | SD Remark
Commitment to school 3.73 56 HE
1. Willing to protect school’s reputation 3.62 17 HE
2. To be proud of the school. 3.62 .78 HE
3. Working desire created by the school. 3.79 .78 HE
4.  To prefer working at this school even though the teachers have 3.59 .83 HE
choices for working at the other school.
5. This school deserves my loyalty 3.80 75 HE
6.  To deal with the future of the school. 3.74 77 HE
7. To perceive the school as the best one among the others. 3.58 91 HE
8. Determine and willful to work. 3.71 .83 HE
9. School’s goal and personal’s goal are conformed 3.89 7 HE
10. To comprehend the objectives of didactics to manage and set the 3.55 .81 HE
harmonize teaching
Commitment to teaching work 3.81 54 HE
1. To spend time with the students on subjects (activities) related with 3.71 77 HE
the lesson outside the classroom.
2. To look for extra course 4.00 81 HE
3. The responsibility of entirely the class on time. 3.88 73 HE
4. To get information about the student’s family life. 3.71 73 HE
5. To try to do the best for the unsuccessful students. 3.89 .79 HE
6. To enjoy teaching 3.84 72 HE
7.  Has various teaching style 3.78 .70 HE
8.  Teaching procedure has steps and be accurate 3.65 .84 HE
9. Beresponsible to school’s work and teaching by efficiently 3.71 73 HE
10. To accomplish the job with enthusiasm 3.87 .79 HE
Commitment to teaching occupation 3.88 49 HE
1. To take the choice of becoming a teacher as the best decision in 3.86 74 HE
his/her life.
2. To be proud of being a teacher. 3.86 73 HE
3. To perceive the values of teaching occupation more. 3.63 73 HE
4.  To perceive teaching occupation as the best for working life. 3.71 73 HE
5. The desire to be well-know in teaching profession. 4.15 .68 HE
6.  The desire to continue teaching without economic needs. 4.04 .68 HE
7.  Always to go work early. 3.94 71 HE
8. Willing to perform all school’s work even has no leave 3.85 71 HE
Commitment to work group (colleagues) 3.86 52 HE
1. To be proud of his/her colleagues. 3.75 74 HE
2. To have the perception of being felt as the close friend by the other 3.79 72 HE
teachers at the school.
3. To be pleased with other teachers in the breaks. 3.83 1 HE
4.  To join with colleagues well. 3.92 72 HE
5. To work with colleague and supervisor with happiness. 3.86 .70 HE
6.  Always receive the training from colleague and school. 3.89 72 HE
7. Receive an assistance and support from colleague 3.97 71 HE
8.  Properly and effective teamwork. 391 .70 HE
9. Work together with others in school with happiness. 3.80 75 HE
Grand Total 3.82 47 HE

teachers’ perception. The average of these levels rating

as “High Extent’ according to four dimensions. As

The data in table 1 clarifies the level of focused on each items in all dimensions, commitment

to teaching occupation was higher than other dimen-
sions, (mean=3.81, SD= 0.54) while commitment to

school was the lowest levels , (mean=3.73, SD= 0.56).
o °
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Research question II:
The second objective of the study was to

determine “What are teachers’ perception of organiza-

Table 2 : Summary of the Independent Sample t-test

organizational commitment.

tional commitment’ according to (a) gender (2) school
location (3) school size data present in table 2-4

summarize the result as follows:

for gender related to teachers’ perception on their

Gender

N Mean SD t Sig. (2-tailed)
Male 143 3.80 44 | -585%* 559
Female 157 3.83 49

* p-value < .05

Table 2 presents findings regarding the difference in teachers’ perceptions of organizational commitment

in term of gender. Opinions were analyzed using the independent sample t-test. As indicated in the table, the

t-test for Equality of Means indicates that overall t=-.585

female participants were not different

and Sig. = .559 verified that perceptions of male and

Table 3 : Summary of the Independent Sample t-test for school location related to teachers’ perception about

their organizational commitment.

School location N Mean SD t| Sig. (2-tailed)
urban 39 3.85 36| .625% 534
Un-urban 261 3.81 48

* p-value < .05

Table 3 presents findings regarding the
difference in teachers’ perceptions of organizational
commitment in term of school location. Opinions were

analyzed using the independent sample t-test. As

Table 4 Summary of the Independent Sample t-test for

organizational commitment.

indicated in the table, the t-test for Equality of Means
indicates that overall t=-.625 and Sig. = .534 verified
that perceptions of downtown and countryside

participants were not different

school size related to teachers’ perception about their

School size N Mean | SD t | Sig. (2-tailed)
Small size 209 3.80 48 =783 * 434
Large size 91 3.85 44

* p-value <.05

Table 4 presents findings regarding the
difference in teachers’ perceptions of organizational
commitment in term of school size. Opinions were

analyzed using the independent sample t-test. As
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indicated in the table, the t-test for Equality of Means
indicates that overall t=-783 and Sig. = 434 verified
that perceptions of small size and large size

participants were not different.



Discussion

This study presented information regarding
Thai private kindergarten school teachers perception
and commitment of teachers are significantly and
predicted by Celep (2002)
who developed the instrument “Organization
Commitment in Education Organization (OCEO)” used

positively correlated as

in this study.

Data analyzed in this study indicated that
teachers rated private schools’ commitment in terms
of 1) commitment to school, 2) commitment to
teaching work, 3) commitment to teaching occupation,
and 4) commitment work group at a high level. That
means all categories in this study can be used and
applied in other organizations. This results match those
in a previous study, “The Organizational Commitment
of Teachers under The Office of Khon Kaen Education
Service Area 4” (Supengkom,2009). At present,

management in private schools is focused on quality

management and educational standardS to improve
its overall quality. The objective is to support Thai
students to achieve their education goals with
Excellence and Happiness
2009).

(Ministry of Education ,

Recommendations

This research demonstrated Thai private
schools teachers’ perception of organizational commitment
was in a high level in all dimensions except
“commitment to school” Because the “commitment to
school” dimension was rated in the lowest level. The
further study could now compare Thai private school
teachers with those from other type of school such as
public school to clarify the important of the concept
and provide valuable data and information on how
Ministry of Education in Thailand could enhance the
commitment for benefit of all teachers and

organizations.
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Perceptions of Teachers Regarding School Culture of Elementary

Abstract

The purpose of this study was to investigate
teachers’ perception and performance school culture
for selected elementary schools in Thailand. This study
used survey research methodology. The sample group
included a teacher in each randomly selected
elementary school. They were selected using a
stratified random sampling technique. The study
instrument was the questionnaire, School Culture
Instrument. (SCI) developed by Sergiovanni (2001).
The study results indicated 1) that the average
perception levels of teachers’ regarding school culture
were rated as “high extent'n all dimensions, and (2)
there were no significant differences in teachers’
perceptions based on gender, education level and years

of work experience.

Background

In today’s public schools, where diversity is
vast and complex, a good school must provide a strong
functioning culture that aligns with their vision of
purpose. Good schools depend on a strong sense of
purpose and leadership. However, in order to build a
culture that is integral to school life, principals must
gear their students, faculty, and staff in a common
direction and provide a set of norms that describes
what they should accomplish. Sergiovanni (2001)
elaborates on the principal’s influence in shaping school
culture by stating that, once established in a school,
strong culture acts as a powerful socializer of thought
and programmer of behavior. Yet, the shaping and
establishment of such a culture does not just happen;

they are, instead, a negotiated product of the shared
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sentiments of school participants. According to Gruenert
& Valentine (2007) they pointed out that the school
culture consisted of six aspects those are collaborative
leadership, teacher collaboration, professional
development, collegial support, unity of purpose and
learning partnership.

Culture consists of patterns, explicit and
implicit, of and for behavior acquired and transmitted
by symbols, constituting the distinctive achievement
of human groups, including their embodiments in
artifacts; the essential core of culture consists of
traditional ideas and especially their attached values;
culture systems may, on the one hand, be considered
as products of action, on the other hand, as conditioning
influences upon further action. (Hofstede, 1997; Barzilai,
2003; Sergiovanni, 2004)

As a result of literature review and research
analysis, the researcher was very interested in study-
ing in Thailand as determine a foundation for devel-

opment the elementary schools.

Purpose
The purpose of this research was to investi-
gate the use and adaptation of school culture by teachers

in Thai public elementary schools

Research questions

1. What are teachers perceptions of school
culture in terms of collaborative leadership, teacher
collaboration, professional development, collegial
support, unity of purpose and learning partnership.?

2. Are there significant differences between

teachers’ perceptions of school culture as classified by



a)gender ,b) year of work experience and c) education

level?

Hypothesis

There will be significant differences according
to gender, education level, and year of work
experience of Thai elementary teachers in their

personal perceptions of school culture.

Methodology

The study used survey research methodology
(Cresswell, 2007). The target population of the study
comprised all the public elementary schools in
Thailand. According to the information from the
Office of Basic Educational Commission 2009, there
are 29,362 elementary schools in Thailand. The Krejcei
and Morgan table was used for determining a sample
size at a significance level of 0.05. The sample was
comprised of 395 elementary schools. Participants
included one teacher in each randomly selected school.

The research instrument was a standard
questionnaire developed by Gruenert and Valentine
(2002 ). The school culture questionnaire was graded
as “strongly agree: = 5, “agree” = 4, “neutral” = 3,
“disagree” =2, “strongly disagree” = 1. The dimensions
of school culture were grouped under six separate
dimensions identified above. The questionnaire was
translated into Thai language and validated by three
experts in educational administration.

A pilot test of 30 elementary teachers was
conducted to establish reliability of the school culture

instrument. The total Cronbach’s alpha coefficient of

reliability (Revelle, Zinbarg, 2009) was found to be
alpha 0.8309, 0.8286, 0.6785, 0.6257, 0.8408 and 0.7830
for collaborative leadership, teacher collaboration,
professional development, collegial support, unity of
purpose and learning partnership respectively.

Data were collected by mail. A total of 388
survey questionnaires were returned representing a
response rate 98.22 % . The SPSS for windows version
17 statistics package was used to analyze data for
means, standard deviations, independent sample t-test,
and one- way variance analysis (ANOVA). (Tabacnick
& Fidell, 2001)

Findings
Findings are based on teachers’ personal
perceptions of their school culture and presented

according to the following two research questions:

Research question I:

The first research objective was to answer the
question, “what is the level of elementary school
teachers’ perception regarding their school culture
demonstrated in terms of 1) collaborative leadership,
2)teacher collaboration, 3)professional development,
4)collegial support, 5)unity of purpose and 6)learning
partnership” ? Results are presented in table 1
according to the following: any score that falls
between 4.51-5.00 is term, very high extent (VHE),
3.51-4.50=high extent (HE) 2.51-3.50=moderate extent
(ME), 151-2.50=low extent (LE), and 0.00-1.50=very
low extent (VLE).

Table 1: Mean and standard deviation [SD] rating on the perception of teachers about school culture.

Items Mean SD Remark
collaborative leadership 3.87 .501 HE
teacher collaboration 3.94 575 HE
professional development 3.91 .520 HE
collegial support 3.94 489 HE
unity of purpose 4.02 .585 HE
learning partnership 3.99 .624 HE
Total 3.95 .387 HE
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Table 1 indicates that teachers rated their
school culture performance in terms of : 1) collaborative
leadership , 2) teacher collaboration , 3) professional
development , 4) collegial support , 5) unity of
purpose and 6) learning partnership at a high level.
( mean = 3.87, 3.943.91,3.94,4.02, and 3.99). The total

mean for all items is also at high level (mean=3.95)

Research question II:

The second objective of the study was to
answer the question “what are teachers’ perceptions
about school culture” according to their: a) gender,b)
years of work experience and c) education level? Data
presented in Table 2-4 summarize the results as fol-

lows:

Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception about school

culture.

Gender N Mean S.D t Sig
Male 278 3.9554 .38402 766 875
Female 110 3.9221 39218

Table 2 presents findings regarding the
differences in teachers’ perceptions of the school culture
in terms of gender. Opinions were analyzed using the

independent sample t-test and levene’s Test for

Equality of Variances. As indicated in the table, the
t-test for Equality of Means indicates that the overall
t = 766 and Sig. = .875 verified that perceptions of

male and female participants were not different.

Table 3 Summary of the Independent Sample t-test for education level related to teachers’ perception about

school culture.

Educational N Mean SD t Sig.
level
Bachelor 262 3.95 .388 .008 994
Master 126 3.95 383
Total 388 3.95 .385

Table 3 presents findings regarding the
differences in teachers’ perceptions of the school
culture in terms of educational level. Opinions were

analyzed using the independent sample t-test and

Levene’s Test for Equality of Variances. As indicated
in the table, the t-test for Equality of Means indicates
that the overall t = .008 and Sig. = 994 verified that
perceptions of male and female participants were not
different.

Table 4 Summary of One Way ANOVA for years of work experience related to teachers’ perception about school

culture.
Years of work N Mean SD F Sig.
Experience

<10 160 3.946 .383 .000 994

10- 20 126 3.976 .388

> 20 102 3.928 .389
Total 3.945 386
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Table 4 clarifies school culture data according
to years of work experience. Teachers opinions were
analyzed using One Way ANOVA. As indicated in
table 4 the F = .000 and Sig. = 994 for three age
groups (<10, 10 - 20, and >20). Analysis of the data
indicated there was no significant difference, meaning
that teachers did not view school culture differently

based on year of work experience.

Discussion

This study produced useful information
regarding Thai elementary teacher’s perceptions and
performance of school culture as applied throughout
the Kingdom of Thailand. Thailand has a 99 percent
literacy rate for school age elementary children, so the
country is making significant progress in student
performance based in part on teachers’ leadership
performance. (Sanrattana & Oaks, 2008) Data
generated in this study indicated that teachers generally
rated their school culture in term of 1) collaborative
leadership, 2) teacher collaboration, 3) professional
development, 4) collegial support, 5) unity of purpose
and 6) learning partnership. The highest rating was
in “unity of purpose” (mean = 4.02) and the lowest
was in “collaborative” (mean = 3.87). Regarding why
item 15 (Teachers take time to observe each other
teaching) and item?23 (Teachers are generally aware of
what other teachers are teaching) (mean = 342 and

3.45) while others were rated in the “high” because

teachers didn’t exchange other experience teaching
(Sanrattana,2005). Individual professional goals have
not been emphasized strongly. Rather, emphasis has
been on shared vision and team collaboration
resulting in minimum focus on attaining both per-
sonal and professional goals.

When data on gender, education level, and
year of work experience were analyzed there was no
significant differences found. This may be attributed
to section 52 of the National Education Act, 1999 which
encourages teachers to excel at all levels, setting high
standards of professionalism without adequate
support for targeted professional development or

individual incentives.

Recommendations

The research of this study provide information
useful as the education reform progresses in Thailand.
From the finding, the building up of school culture of
elementary school in Thailand should be based on
thinking, beliefs and values of staff in school in order
to create the sustainable culture as well. Principals
and teacher in elementary school should be trained in
collaborative leadership. More further research could
be conducted at the secondary school to test the
reliability of school culture and researcher should be
considered to find the influence factors in school

culture in elementary in Thailand.
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Sufficiency Economy Philosophy in Teaching and Learning:

A Study of Management in Thai Elementary Schools

Abstract

The purpose of this study was to investigate
the degree of adaptation of the Sufficiency Economy
philosophy for teaching and learning in elementary
schools in Thailand. The study used survey research
methodology (Cresswell, 2003) to survey personnel
(teachers and principals) in each of 395 randomly
selected elementary schools. Significant differences were
found between the perceptions of educators in small
schools compared with large schools and between those
in medium schools compared with large schools. The
study results indicated that the average perception
levels of personnel were rated as a “High Extent” level
in all dimensions of the Sufficiency Economy philosophy.
Findings suggested recommendation for implementing
Sufficiency Economy philosophy in the curriculum and

for further research.

Background

Sufficiency Economy is a philosophy bestowed
by His Majesty the King on his subjects through royal
remarks on many occasions over the past three
decades. The philosophy provides guidance on
appropriate conduct covering numerous aspects of life.
After the economic crisis in 1997, His Majesty
reiterated and expanded on the “Sufficiency Economy”
in remarks made in December 1997 and 1998. The
philosophy points the way for recovery that will lead
to a more resilient and sustainable economy; better
able to meet the challenges arising from globalization
and other changes. Sufficiency Economy has been

defined as a philosophy for living and behaviour of

Sivadol Duanghaklang

people from all walks of life to live in moderation to
keep pace with the current global situation. Many
institutions, both government and private, are encouraged
to adopt a Sufficiency Economy philosophy as a more
concrete way to solve problems. Generally, Sufficiency
Economy philosophy consists of three components:
moderation, reasonableness, and the need for self
immunity.

Since 1998, the Office of National Economic
and Social Development Board together with the
Office of Royal Assets has set up the Theory
Framework Development Group for Sufficiency
Economy Philosophy to be responsible for presenting
guidelines and explaining such philosophy principles
in economic theory terms for systematic understanding
and to distribute to various the Nationwide
Educational Area Offices’ for publicizing and
implementation in schools as an approach for education
development (Ministry of Education, 2007)

Cognizant of the importance of systematic
sustainable development for Thai society, the
government has a policy to include the philosophy of
Sufficiency Economy as a way to build up the quality
and standard of all levels of education. Using virtue
as the basis of the teaching and learning process,
interrelated with collaboration between education
institutions, family, community, and education related
institutions in managing education to enable learners
to gain learning, skills, and attitude to be able to
apply these in everyday life in an objective and
sustainable way. School is the place of learning for
youth. Through the inclusion of the essence of, or

basic lessons in, the philosophy of Sufficiency Economy,
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all levels of the various curriculum subject areas must
necessarily begin with modification of vision, obligation,
objectives, and personal character attributes of the
learner, integrated with the philosophy of Sufficiency
Economy. The focus of this study was on the development
of guidelines and criteria for the possibility of
introducing the philosophy of sufficiency economy in
teaching and learning in elementary schools in
Thailand.

Purpose

The purpose of this study was to investigate
the potential of adapting the philosophy of Sufficiency
Economy for teaching and learning in elementary

schools in Thailand.

Research questions

1) To what degree did Thai elementary school
principals and teachers demonstrate sufficiency
economy philosophy in terms of: 1) moderation, 2)
reasonableness, and 3) self protection from internal
and external issues

2) Were there significant differences for
concepts of philosophy of Sufficiency Economy

according to school size?

Hypothesis

There will be significant differences according
to school size in adaptation of the philosophy of
Sufficiency Economy by teachers and principals for

teaching and learning in elementary schools.

Methodology

The study used survey research methodology
(Cresswell, 2003). The population of the study
comprised of 28930 Thai public elementary schools
(Thai Ministry of Education, 2010). Krejcei and Morgan’s
table for determining a sample size at a significance
level of 0.05 was used. Teachers were selected using
stratified random sampling according to their

geographic region. A sample of 395 schools was
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identified by simple random sampling. Participants
were teachers in each randomly selected school.

The research instrument for the study was a
questionnaire developed by Rattiporn (2009). Data
were collected and analyzed using the “SPSS for
Windows” package program to determine mean,
standard deviation, t-test, and one-way variance analysis
(ANOVA). Data were collected by mail. Three
hundred and fourteen (168) survey instruments were
returned, representing a response rate of 79.49%. The
“SPSS for Windows” statistical program package was
used to analyze data for mean, standard deviation,
independent sample t-test, and one-way variance
analysis. (Tabacnick & Fidell, 2001).

Findings

The first research question was to answer the
question “to what did Thai elementary school
principals and teacher demonstrate sufficiency economy
philosophy in term of: 1) moderation 2) reasonableness
and 3) self protection from internal and external
issues. Results are presented in table 1 according to
the followings: any score that falls between 4.51-5.00
is term, Very High Extent (VHE), 3.51-4.50=High
Extent (HE) 2.51-3.50=Moderate Extent(ME),
1.51-2.50=Low Extent (LE), and 0.00-1.50=Very Low
Extent (VLE).

The data in table 1 indicated that school
principals and teachers rated in terms of sufficiency
economy philosophy in terms of: 1) moderation 2)
reasonableness and 3) self protection from internal
and external issues at a high level. (mean = 4.07, 4.04,
and 4.03). Considering all dimensions, the highest
rating was in item “Your school arranges student
projects and activities in accordance to their demand,
skills, and interest”. (mean = 4.07), the lowest rating
was in items “Your school management has an
education vision appropriate in spirit for the
community, natural resources, technology and the
economy.” (mean = 3.58). All others were rated in the

high extent category.



Table 1: Mean (and standard deviation [SD]) ratings on the perception of teachers and principals to the degree

of sufficiency economy philosophy.

No. Items Mean SD | Remark

1. Your school management has an education vision appropriate in spirit 3.58 | .609 HE
for the community, natural resources, technology and the economy.

2. Your school management has a policy for study which supports self 3.71 | .620 HE
reliance.

3. Your school management has a study plan which supports balanced 3.80 | .643 HE
development of individual potential.

4. Your school manages education resources, such as budget and 3.89 | .618 HE
material, in careful and useful ways.

5. Your school manages the land and buildings in the school area with 3.92 | .665 HE
self reliance and without inconvenience to others.

6. Your school specifies overall desirable student attributes of knowledge 3.87 | .691 HE
of learning, knowledge of action, and the basic knowledge of
sufficiency.

7. Your school organizes the many procedures in teaching and learning in 393 | .721 HE
a balanced way.

8. Your school uses local material and resources as a way to convey the 3.99 | .698 HE
message of sufficiency.

9. Your school integrates the philosophy of sufficiency for savings and 3.92 | .632 HE

maintaining self reliance in all areas of teaching and learning such as
mathematics, science, and work activities.

10. Your school develops staff to be self reliant 3.99 | .715 HE

11. Staff in your school receive the development to help share their 4.00 | .670 HE
knowledge and experience on a basis of fairness.

12. Your school arranges students’ economic development projects/ 3951 .614 HE

activities such as revenues and expenditures, the weekly savings and
school banking, to for students to learn about thrift and wastefulness.

13. Your school arranges students’ community development projects/ 3.82 .698 HE
activities to help disadvantaged persons, instill self reliance and
non-exploitation of others, reduce or stop vices, and to cultivation
of public consciousness. .

14. Your school arranges student development projects and activitics 3.81 669 HE
for the conservation of local and folk customs, traditions and
languages and for instilling Thai manners.

15. Your school arranges the projects to develop religion for example; 3.86 707 HE
the way of Buddhism, Buddhism’s days.

16. Your school arranges the principle of study that conforms to the 3.95 710 HE
National theory doctrine.

17. Your school arranges study that conforms to the regional 3.97 775 HE
curriculum theory doctrine

18. Your school arranges to study activities by developing or amending 3.98 716 HE

the curriculum, with care and circumspect, so that it is appropriate
with the situation nowadays.

19. Your school has the activities that support staff self development 3.98 .698 HE
and seeking of new knowledge, based on reason.

20. Your school develops staff to handle a variety of linked work with 3.96 .661 HE
careful coordination.

21. Your school arranges student development projects and activities 3.85 677 HE
that allow students to gain understanding and make careful
decisions.

22.Your school arranges student development projects and activities 3.81 .658 HE

that support the attainment of the desired attributes in the goals of
the curriculum.
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Table 1: Mean (and standard deviation [SD]) ratings on the perception of teachers and principals to the
degree of sufficiency economy philosophy. (cont’d.)

No. Items Mean SD Remark

22. Your school arranges student development projects and activities 3.81 .658 HE
that support the attainment of the desired attributes in the goals of
the curriculum.

23. Your school manages by supervision, follow-up, inspection, review 3.89 .690. HE
and evaluation in order to be ready to bare the effect of changes,
internally or externally.

24.Your school opens opportunity for stakeholders (school council, 3.92 .626 HE
guardians, students, and the community) to take part in education
development to enable the school to be prepared to bear the effect
of internal and external change.

25. Your school develops the skills and ability for systematic problem 4.04 .640 HE
solving so students can be prepared to bear the effect of internal
and external change.

26. Your school arrange for the lesson plans to take into account of 4.00 .646 HE
psychology, development, and individuals, so students can be
prepared to bear the effect of internal and external change.

27.Your school opens the opportunity for input from guardians and 3.99 .651 HE
folk wisdom to be included in education management enable the
school to be prepared to bear the effect of internal and external
change.

28. Your school develops staff to be able to arrange study activities 4.03 .584 HE
that integrate the knowledge base with academic matter to enable
the staff to be prepared to bear the effect of internal and external

change.

29. Your school trains all staff so they have the knowledge, skills, and 3.95 .634 HE
experience to be prepared to bear the effect of internal and external
change.

30. Your school arranges student projects and activities in accordance 4.07 .585 HE

to their demand, skills, and interest.

Grand Total 3.91 31 HE

The second research question of the study  economy according to school sizes?” The data
was to answer the question “Were there significant  presented in Table 2- 3 summarize the results as

differences for concepts of philosophy of sufficiency  follows:

Table 2: Summary of One Way ANOVA for school size related to principals and teachers’ perception about their

concepts of philosophy of sufficiency economy.

School size N | Mean S.D. F Sig.
(2 tailed)

Small 75 3.82 27 17.028 .000*

Middle 71 3.94 .29

Large 13 431 .29

Total 159 391 31

*P —value < .05
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Table 2 clarifies concepts of philosophy of
sufficiency economy data according to school size.
Principals and Teachers opinions were analyzed
using One Way ANOVA. As indicated in table 2 the
F =17.029 and Sig. = 0.000 for three school size groups
(small, middle and large). Analysis of the data

indicated there was significant difference meaning that
Principals and Teachers view concepts of philosophy
of sufficiency economy differently at the significant
0.05 level based on school size. A Sheffe post hoc test
was used to test pairs to determine where difference

occurred as seen table 3.

Table 3: Post-Hoc (Sheffe) for principals and teacher concepts of philosophy of sufficiency economy by school

size
School size Small Middle Large
Small - -.1126 -4897*
Medium -.1126 - -3771*
Large 4897 3771% -

Table 4: A Sheffe post hoc test indicated that
there was significant difference between the
perceptions of principals and teachers about their
concepts of philosophy of sufficiency economy with
the school size Small and Large (at the -.4897 level of
significance) and Medium and Large (at the .3771 level

of significance).

Discussion

Research results found that school principals
and teacher rated in term of sufficiency economy
philosophy considering all dimensions, the highest
rating was in item “Your school arranges student
projects and activities in accordance to their demand,
skills, and interest”. The lowest rating was in items
“Your school management has an education vision
appropriate in spirit for the community, natural

resources, technology and the economy”.

The concepts of philosophy of sufficiency
economy principals and teacher position were not
different but according to school size there was
significant difference two pairs (small-large and

middle- large.)

Recommendations

As a result of this study the researcher
suggests several recommendations: At the practical
unit level, the education institutions should put the
sufficiency economy philosophy into Education
Quality Development Plans and Curriculum which
concentrate on learning from practical experience and
encourage sufficient living and devote themselves for
society and the environment. Further research on the
development of implementation patterns and
educator for sufficiency economy philosophy used in
schools. Further research management patterns on

following sufficiency economy philosophy.
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Strategic Leadership of Elementary School Principals:

Demonstration of Strategy, Vision, and Management

Abstract

This study investigated teachers’ perceptions
about strategic leadership for elementary schools in
Thailand. The questionnaire used in this study was
“Strategic Leadership Questionnaire (SLQ)” (Rowe &
Nejad, 2009). Data were analyzed by computing basic
descriptive statistics and independent sample t-test.
The findings revealed that the average perception
levels of teachers about principals’ strategic leader-
ship were rated as “High Extent” in all dimensions.
and (2) significant differences were found in teachers’
perceptions based on gender, age, education level and

years of work experience.

Background

Strategic leadership is a leadership style that
enhances the long-term viability of a company through
the articulation of a clear vision and, at the same time,
maintains a satisfactory level of short-term financial
stability (Rowe & Nejad, 2009). Jooste and Fourie (2009
cited from Huey, 1994) propose that strategic
leadership is multifunctional, involves managing
through others, and helps organizations cope with
change that seems to be increasing exponentially in
today’s globalized environment. Strategic leadership is
also considered a critical component in the effective
development of schools. Currently the educational
debate is shifting to focus on how short-term
improvements can become strategically sustainable
(Brent & Barbara 2006).

Rowe & Nejad (2009) defined strategic
leadership as the ability to influence others in an

organization to voluntarily make day-to-day decisions

Sunti Chaichana

that lead to the organization’s long-term growth and
survival, and maintain its short-term financial health.
Bass (2007) revealed that many challenges face the
strategic leader who must deal with both the need for
continuity and the need for change. Strategic
leadership sets the directions, meaning, purposes, and
goals of the organization. A long-term perspective is
required along with many other competencies.
Strategic leadership sets the directions, meaning,
purposes, and goals of the organization. A long-term
perspective is required along with many other
competencies.

Similarly, a new type of strategic leadership
is required to help firms successfully navigate the
dynamic and uncertain environment in which they
complete today. The strategic leadership needed in
21% century firms is involved with building company
researches and capabilities with an emphasis on
intangible human capital and social capital (Hitt, 2007).
Also,Strategic leadership enhances the wealth-creation
process in entrepreneurial and established
organizations, and leads to above-average returns.
defines strategic leadership, differentiates among the
concepts of strategic, visionary, and managerial
leadership, and examines the differential links between
the 3 types of leadership and wealth creation (Rowe
& Nejad, 2009).

Strategic Leadership addresses deep and
continuing issues relating to strategy, governance,
management, and leadership in education during a
period of rapid change (Morrill, 2007). Understanding
concepts and practices about strategic leadership and

multiculturalism will help educational leaders deal with
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challenging situations effectively and appropriately
especially in the period of complex phenomenon.
(Sungtong, 2009)

The focus of this study was to determine the
degree of demonstrated use and adaptation of
strategic leadership as one management model of

practices in Thai elementary schools.

Purpose

The purpose of this research was to investigate
the level of practice of use and adaptation of strategic
leadership of principals in Thai public elementary

schools according to the perception of teachers.

Research questions

1. To what degree did Thai elementary school
principals demonstrate strategic leadership values in
terms of: 1) strategic leader 2) visionary leader and
3) managerial leader according to the perception of
their teachers.

2. Were there significant differences in strategic
leadership for elementary school principals according
to: (a) gender, (b) age (c) education level, and (d) year

of work experience of the teacher.

Hypothesis

There will be significant differences in teachers’
perceptions about strategic leadership of principals in
Thai elementary schools based on gender, age,
education level, and year of work experience of the

teacher

Methodology

The study used survey research (Cresswell,2005).
The population comprised of 28,930 Thai elementary
school (Thai Ministry of Education, 2010). A stratified
random sampling technique (Mertler & Chaarles, 2008)
was used to collect data. Krejcei and Morgan’s table
(The research Advisors, 2006) was used for determining
a sample size at a significance level of 0.05. A sample
of 395 schools was identified. Participant included one

teacher in each randomly selected school. Participant
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were selected using simple random sampling (Mertler
& Charles, 2008)

The research instrument for the study was
an approved instrument entitled “Strategic Leadership
Questionnaire (SLQ)” developed by Rowe and Nejad
(2009). The questionnaire was translated into Thai
language and validated by five experts in educational
measurement and administration. The translated
Strategic Leadership Questionnaire was pre-tested for
reliability with 30 respondents not included in the
final sample. The total Cronbach’s alpha coefficient of
reliability (Revelle & Zinbarg, 2009) was .845, .780,
and 674 for strategic leader, visionary leader and
managerial leader respectively. Data were collected by
mail. A total of 332 survey questionnaires were
returned representing a response rate 84.05%.The data
analyzed using the “SPSS for window” package
program to determine mean,standard deviation,
independent sample t-test andone-way variance analysis
(ANOVA).

Findings

The level of use and adaptation of strategic
leadership of principals in Thai public elementary
schools according to the perception of teachers
(strategic leader, visionary leader and managerial leader)
is presented in table 1 according to the following
descriptions: Scores that fall between 4.51-5.00 could
be classified to term of Very High Extent (VHE)
following by 3.51-4.50=High Extent (HE),
2.51-3.50=Moderate Extent (ME), 1.51-2.50=Low Extent
(LE), and 0.00-1.50=Very Low Extent (VLE) .

Research question I:

The first objective of the study was to answer
the question “To what degree did Thai elementary
school principals demonstrate strategic leadership
values in terms of: 1) strategic leader 2) visionary
leader and 3) managerial leader according to the
perception of their teachers.” Data presented in Table

1 summarize the results as follows:



Table 1 Mean and standard deviation [SD]) ratings on teachers’ perception of strategic leadership of principals

in Thai public elementary schools.

expert in their functional area

Items Mean | SD Remark
Strategic leader 4.47 | .20 HE
1. synergistic combination of managerial and visionary leadership 4.19 | .40 HE
2. emphasis on ethical behavior and value-based decisions 489 | .30 VHE
3. oversee operating (day-to-day) and strategic (long-term) responsibilities 420 | .40 HE
4. formulate and implement strategies for immediate impact and
preservation of long-term goals to enhance organizational survival, 3.69 | .89 HE
growth, and long-term viability
5. have strong, positive expectations of the performance they expect from
their superiors, peers, subordinates, and themselves 4.10 | .30 HE
6. use strategic controls and financial controls, with emphasis on strategic
controls 4.87 | .32 VHE
7. use, and interchange, tacit and explicit knowledge on individual and
organizational levels 4.67 | .65 VHE
8. use linear and nonlinear thinking patterns
9. believe in strategic choice, that is, their choices make a difference in 4.88 32 VHE
their organizations and environment 477 | 41 VHE
Visionary leader
1. are proactive, shape ideas, change the way people think about what is 420 | .23 HE
desirable, possible, and necessary 421 41 HE
2. work to develop choices, fresh approaches to long-standing problems;
work from high-risk positions 4.68 | .46 VHE
3. are concerned with ideas, relate to people in intuitive and empathetic 4.11 31 HE
ways
4. feel separate from their environment; work in, but do not belong to, 4.79 40 VHE
organizations; sense of who they are does not depend on work
5. influence attitudes and opinions of others within the organization 4.11 31 HE
6. concerned with insuring future of organization, especially through 478 | 41 VHE
development and management of people
7. more embedded in complexity, ambiguity and information overload; 4.21 41 HE
engage in multifunctional, integrative tasks
8. know less than their functional area experts 488 | .31 VHE
9. more likely to make decisions based on values 3.65 | .81 HE
10. more willing to invest in innovation, human capital, and creating and 3.75 .89 HE
maintaining an effective culture to ensure long-term viability
11. focus on tacit knowledge and develop strategies as communal forms of 3.69 | .82 HE
tacit knowledge that promote enactment of a vision
12. utilize nonlinear thinking 3.61 .79 HE
13. believe in strategic choice, that is, their choices make a difference in 4.11 31 HE
their organizations and environment
Managerial leader 4.35 .80 HE
1. are reactive; adopt passive attitude towards goals; goals arise out of 4.88 31 VHE
necessities, not desires and dreams; goals based on past
2. view work as an enabling process involving some combination of ideas 431 46 HE
and people interacting to establish strategies
3. relate to people according to their roles in the decision-making process 487 | .34 VHE
4. see themselves as conservators and regulators of existing order; sense of 4.19 | .39 HE
who they are depends on their role in organization
5. influence actions and decisions of those with whom they work 459 | .49 VHE
6. involved in situations and contexts characteristic of day-to-day activities 4.12 | .34 HE
7. concerned with, and more comfortable in, functional areas of
responsibilities 487 | .32 VHE
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Table 1 Mean and standard deviation [SD]) ratings on teachers’ perception of strategic leadership of principals

in Thai public elementary schools.(cont’d)

Items Mean | SD Remark
9. know less than their functional area experts 488 | .31 VHE
10. more likely to make decisions based on values 3.65| .81 HE
11. more willing to invest in innovation, human capital, and creating and 3751 .89 HE
maintaining an effective culture to ensure long-term viability
12. focus on tacit knowledge and develop strategies as communal forms of 3.69 | .82 HE
tacit knowledge that promote enactment of a vision
13. utilize nonlinear thinking 3.61 | .79 HE
14. believe in strategic choice, that is, their choices make a difference in 4.11 31 HE
their organizations and environment
Managerial leader 435 | .80 HE
1. are reactive; adopt passive attitude towards goals; goals arise out of 488 | .31 VHE
necessities, not desires and dreams; goals based on past
2. view work as an enabling process involving some combination of ideas 431 | .46 HE
and people interacting to establish strategies
3. relate to people according to their roles in the decision-making process 487 | .34 VHE
4. sece themselves as conservators and regulators of existing order; sense of 419 | .39 HE
who they are depends on their role in organization
5. influence actions and decisions of those with whom they work 459 | .49 VHE
6. involved in situations and contexts characteristic of day-to-day activities 412 | .34 HE
7. concerned with, and more comfortable in, functional areas of
responsibilities 487 | .32 VHE
8. expert in their functional area
9. less likely to make value-based decisions 478 | .41 VHE
10. engage in, and support, short-term, least-cost behavior to enhance 486 | .34 VHE
financial performance figures 487 .33 VHE
11. focus on managing the exchange and combination of explicit knowledge
and ensuring compliance to standard operating procedures 381 | .96 HE
12. utilize linear thinking
13. believe in determinism, that is, the choices they make are determined by 487 | .34 VHE
their internal and external environments 432 | 48 HE

Table 1 indicates that teachers rated their
principals strategic leadership performance in terms
of: 1) strategic leader 2) visionary leader and 3)
managerial leader at a high level (mean=4.47, 420 ,
and 4.35). Considering all three categories, the highest
rating was in “strategic leader” (mean = 4.47), the
lowest rating was in “visionary leader” (mean = 4.20).

All others were rated in the high extent category.

Research question II:

The second objective of the study was to
answer the question “Were there the significant
differences in strategic leadership for elementary school
principals according to: (a) gender, (b) age (c)
education level, and (d) year of work experience?”.
Data presented in Table 2-5 summarize the results as

follows:

Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception about their

principal’s strategic leadership.

Gender N Mean SD t Sig.

(2-tailed)

Male 127 2.94 412 2.138 .034
Female 185 2.95 532

*  P-value < 0.05 level.
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Table 2 presents findings regarding the
differences in teachers’ perceptions about their
principals strategic leadership in terms of gender.

Opinions were analyzed using the independent sample

t-test. As indicated in the table, the t-test for Equality
of Means indicates that the overall t = 2.138 and Sig. =
034 verified that perceptions of male and female

participants were different.

Table 3 Summary of One Way ANOVA for age level related to teachers’ perception about their principal’s

strategic leadership.

Sum of df Mean F Sig.
Square
Between Groups 3.014 3 1.035 211.791| .000
Within Groups 1.603 328 005
Total 4707 311

Table 3 clarifies strategic leadership data
according to age level. Teachers opinions were
analyzed using One Way ANOVA. As indicated in
table 3 the F = 211.791 and Sig. = 0.000 for four age

Table 4 Post-Hoc (Sheffe) for age level.

level groups. Analysis of the data indicated there was
significant difference, meaning that teachers view
strategic leadership of principals differently based on

education level.

Age level <30 30-40 41-50 >50
<30 - 025 .184* 023
30-40 .025 - 210% .049
41-50 .184* 210% - .160*

>50 .023 .049 .160* -

*  P-value < 0.05 level.

Table 4 A Sheffe post hoc test indicated that age level 41-50 differed with <30 (.184 sig.) differed with

30-40 (210 sig.) and differed with >50 (.160 sig.)

Table 5 Summary of One Way ANOVA for education level related to teachers’ perception about their principal’s

strategic leadership.

Sum of | df Mean F Sig.
Squares Square
Between Groups 2,620 2 1.310 206.593 | .000
Within Groups 2.087 329 006
Total 4707 311

Table 5 clarifies strategic leadership data
according to education level. Teachers perception were
analyzed using One Way ANOVA. As indicated in
table 5 the F = 206593 and Sig. = 0.000 for three

Table 6 Post-Hoc (Sheffe) for education level.

education level groups. Analysis of the data indicated
there was significant difference, meaning that teachers
view strategic leadership of principals differently based

on education level.

Education level Bachelor Master Doctorate
Bachelor - .194* .033
Master .194%* - 227%
Doctorate .033 227% -
* P-value < 0.05 level.
o°
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Table 6 A Sheffe post hoc test indicated

about education level that Master differed with

Bachelor (.194 sig.) and differed with Doctorate
(227 sig.). Bachelor and Master are not different .

Table 7 Summary of One Way ANOVA for years of work related to teachers’ perception about their principals

strategic leadership.

Sum of Mean

Squares| df Square F Sing.
Between Groups 515 3 172 13419 .000
Within Groups 4192 328 013
Total 4707 311

Table 7 clarifies strategic leadership according
to teacher’s year of work experience. Teacher opinions
were analyzed using One Way ANOVA. As indicated
in table 7 the F = 13.419 and Sig. = 0.000. Analysis of

the data indicated there was significant difference at
0.05 level, meaning that teachers did view strategic
leadership of principals differently based on year of

work experience.

Table 8 Post-Hoc (Sheffe) for years of work experience level.

Years of <10 10-20 21-30 >30
work
experience
level
<10 - 071%* .096* .001
10-20 071%* - 025 073*
21-30 .096%* 025 - .098*
>30 .001 .073%* .098* -

*P-value < 0.05 level.

Table 8 A Sheffe post hoc test indicated
about years of work experience that <10 differed with
10-20 (.071 sig.) and differed with 21-30 (096 sig.),
>30 differed with 10-20 (073 sig.) and differed with
21-30 (.098 sig.).

Discussion

From the study of strategic leadership of the
elementary school’s principal in Thailand, the teachers
had the following opinions: the teachers thought that
the level of strategic leadership of the elementary
school’s principal in Thailand was high. Because the
education reform determined to have The National
Educational Act 1999, revised in 2002 section 6 stated
about educational standard and educational quality
guarantee. And, the Office for National Education
Standards and Quality Assessment (Public Organiza-

tion) determined the standard and identification for
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the principal to know and understand for the effective
management. Especially, the 20" standard stated that
the principal should have leadership skill and ability
to manage with the identification of creative and
vision. In addition, the principal should have the
management ability, and should be a visionary leader,
an effective executive, democratic, and the related people
were satisfied with the executive (ONESQA, 2004).
For the comparison of teachers’ opinion in
strategic leadership for elementary school principals
in Thailand, as classified by their gender, it was found
that perceptions of male and female participants were
difference. These result matched with Raweewan
Klinhom (2007) which studied about development of
the measurement model and instrument measuring
strategic leadership of private general school director
and found that there were statistical differences at the

.05 level based on gender.



For the comparison of teachers’ opinion in
for elementary school principals in Thailand, as
classified by age level groups, it was found that there
were statistical differences at the .05 level . These
result matched with Sungtong (2019) which found that
there were different in strategic leadership on differ-
ent age of principal.

For the comparison of teachers’ opinion in
strategic leadership for elementary school principals
in Thailand, as classified by their education level groups,
it was found that there were statistical differences at
the .05 level .

For the comparison of teachers’ opinion in
strategic leadership for elementary school principals
in Thailand, as classified by their year of work, it was
found that there were significant differences at the
.05 level .

Strategic leadership is a critical component in
the effective development of schools. All of Thai schools
need the principal with high strategic leadership to
make a change to an effective school in education

reform aged .

Recommendations

From the finding, elementary school
principals should be train in visionary leader
dimension. The Office of the Basic Education
Commission should have a continued planning to train
and evaluate elementary school principals in term of
their strategic leadership.

Further research should be considered to find
the influence factors in strategic leadership for
elementary school principals in Thailand . Moreover
research should be conducted at the secondary school
to test the reliability of the strategic leadership in this

research.
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Teacher Perception of Instructional Leadership for Elementary

Abstract

This study aimed to investigate teachers’
perceptions of their principals’ instructional
leadership in Thai public elementary schools. The
questionnaire used in this study was the Questionnaire
on Instructional Leadership (QIL). Data were analyzed
by computing basic descriptive statistics, independent
sample t-test and one-way variance analysis. The
findings revealed that the average perception levels of
teachers rated their principals high extent in all
dimensions. There was a significant difference between
perceptions of males and females meaning that
perceptions of males were higher than perceptions of
females in rating the instructional leadership of

principals.

Background

Instructional leadership has been defined Blas?
(2004) as “those actions that a principal takes, or
delegates to others, to promote growth in student
learning.” In practice, this means that the principal
encourages educational achievement by making
instructional quality the top priority of the school and
brings that vision to realization.

Current literature about instructional leadership
falls into four broad areas. First, prescriptive models
describe instructional leadership as the integration of
the tasks of direct assistance to teachers, group
development, staff development, curriculum development,
and action research (Glickman, 1995); as a democratic,
developmental, and transformational activity based on

equality and growth (Gordon, 2007); as an
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inquiry-oriented endeavor that encourages teacher voice
(Reitzug and Cross, 2003); and as a discursive, critical
study of classroom interaction to achieve social justice
(Smyth, 2007). Second, studies of instructional
leadership, though few in number (Short, 2005),
include exploratory studies of indirect effects of
principal-teacher instructional conferences and behaviors
such as the effects of monitoring student progress
(e.g. Blase and Blase, 2006; Dungan, 2003; Blase and
Roberts, 2004; Reitzug, 2004). Third, studies of direct
effects of principal behavior on teachers and
classroom instruction include Sheppard’s (2006)
synthesis of research demonstrating the relationship
between certain principal behaviors and teacher
commitment, involvement, and innovation. Fourth,
studies of direct and indirect effects on student
achievement include Hallinger and Heck’s (2006a,
2006b) review of studies investigating the principal’s
role (e.g. use of constructs such as participative
leadership and decentralized decision making) in school
effectiveness.

As a result of literature review and research
analysis, the researcher was interested in understanding
the degree of instructional leadership practiced by Thai
elementary school principals related to encouragement
of classroom instruction and promotion of teacher

professional growth.

Purpose
The purpose of this study was to investigate
the instructional leadership roles played by principals

in Thai public elementary schools



Research questions

1. What were teacher perceptions regarding
instructional leadership attributes demonstrated by
principals for: 1) promotion of teacher professional
growth and encouragement of classroom instruction?

2. Were there significant differences of teacher
perceptions of principals regarding instructional
leadership according to teacher’s a) gender, b)

education level, c) years of work experience?

Hypothesis

There will be significant differences according
to gender, education level, and years of work experience
of Thai elementary teachers in their personal perceptions

of their principal’s instructional leadership.

Methodology

This research study used mail survey research
(Cresswell ,2007). The population was comprised of
28930 Thai public elementary schools (Office of the
Basic Educational Commission, 2010). Krejcei and
Morgan’s table for determining a sample size at a
significance level of 0.05 was subsequently used. (The
Research Advisors, 2006) In accordance with this
procedure, a sample of 395 schools was identified from
the population . Participants included one teacher in
each of the 395 randomly selected schools.

The instrument was titled “Questionnaire on
Instructional Leadership (QIL)” developed by Enueme
and Egwunyenga (2008) The dimensions of
instructional leadership were grouped under two
separate dimensions: 1) encouragement of classroom
instruction and 2) promotion of teacher professional
growth. The questionnaire was translated into Thai
language and validated by three experts in
educational administration. The questionnaire was
pilot tested in 30 elementary schools to establish
reliability. The scale was found to be Alpha = 0.92.
The coefficients of reliability of 2 sub-levels were: 0.88
and 0.87 respectively.

Data were collected by mailing. Three

hundred thirteen (313) survey instruments were

returned representing a response rate of 79.24 %. The
“SPSS for Windows” statistical program package was
used to analyze data for mean, standard deviation,
independent sample t-test, and one-way variance
analysis. (Tabacnick & Fidell, 2001)

Findings

Findings were based on teachers’ personal
perceptions of their principals’ instructional
leadership and presented according to the following
two research questions:

Research question I:

The first research objective was to answer the
question, “what is the level of elementary school
teachers’ perception regarding the instructional
leadership attributes demonstrated by principals for:
1) promotion of teacher professional growth and
2) encouragement of classroom instruction?” Results
are presented in table 1 according to the following:
any score that falls between 4.51-5.00 is term, Very
High Extent (VHE), 3.51-4.50=High Extent (HE) 2.51-
3.50=Moderate Extent (ME), 1.51-2.50=Low Extent (LE),
and 0.00-1.50=Very Low Extent (VLE).
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Table 1: Mean (and standard deviation [SD]) ratings on the perception of teachers to the degree their principal

demonstrated instructional leadership

No. Items Mean | SD | Remark
Promotion of teacher professional growth 397 | 57 HE
1. Takes definite steps to aid teachers’ professional growth 4.07 72 HE
2. Encourages new ideas. 399 | 81 HE
3. Supports practice of new skills, innovation and creativity. 399 | 79 HE
4. Plans and executes in-service programmers for staff. 391 94 HE
5. Praise, support and facilitate teacher’ work ’ ’
o 4.13 | .80 HE
6. Encourages/facilitates workshop attendance for teachers.
7. Provides private feedback of teacher effort 4.00 | .83 HE
8. Provides public praise of outstanding teacher performance 391 .76 HE
9. Provides for in-house professional development 3.99 | .80 HE
10. Opportunities around instructional best practices. 379 | 74 HE
Assist/encourage them in their classroom instructions. 4.00 | .57 HE
1. Has demonstrated knowledge of curricular issues in various subject areas 4111 .79 HE
2. Assists classroom teachers in the implementation of the curriculum. 399 | .86 HE
3. Checks the teachers’ lesson notes and offers corrections where necessary 3.84 | .93 HE
4. Maintains school climate that is conducive to teaching and learning. 4.04 | .83 HE
5. Regularly evaluates the teachers’ instructional methods and makes his/her 396 | .88 HE
contributions without obviously being judgmental.
6. Talks with teachers as colleagues and discusses with them. 4.02 | .85 HE
7. TIs supportive of the classroom concerns of the teachers. 395 | .82 HE
8. Promotes the school’s academic goals to students 4.05| .79 HE
9. Encourages teachers to enforce strong academic policies (grading, 4.09 | .76 HE
homework, discipline, etc.).
10. Communicates the school’s academic goals to faculty. 397 | .83 HE
Grand Total 3.99 | 54 HE

Table 1 indicates that teachers rated their
principals’ instructional leadership performance in
terms of

two dimensions, 1) promotion of

professional development and 2) assist and
encourage stet in their classroom instructions, at a
high extent level. (X = 3.99) Considering both
dimensions, the highest rating was in the dimension
“Assist and encourage them in their classroom
instructions” (X = 4.00). The highest rated was item

s “Has demonstrated knowledge of curricular

issues in various subjects areas”. The lowest rating
item was “Provides for in-house professional
development opportunities around instructional best
practices”.

Research question II:

The second objective of the study was to
answer the question “what are teachers’ perceptions
about principals’ nstructional leadership according to
teacher’s a) gender, b) education level, c) years of work

experience?” Data presented in Table 2-4

Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception about their

principals’ instructional leadership demonstrated.

Sig.
Gender N Mean S.D. t @ tailed)
Male 94 4.16 42 3.858 .000
Female 219 391 .56
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Table 2 presents findings regarding the
differences in teachers’ perceptions of their principals’
personal instructional leadership in terms of the
teachers’ gender. Opinions were analyzed using the
independent sample t-test and Levene’s Test for Equality
of Variances. Table 2 also clarifies that if the value of
Sig. was lower than 0.05 indicating that the variance
of the two populations were unequal, then the t value
on the line Equal variances not assumed would be

used. Correspondingly, if the value of Sig. was higher

than 0.05 indicating that the variance of the two
populations was equal, then the t value on the line
Equal variances would be assumed. As indicated in
the table, the t-test for Equality of Means indicates
that the overall t = 3.858 and Sig. =0.000 verified that
perceptions of male and female participants were
significantly different meaning that the perception of
males (X = 4.16) was higher than perception of
females (X = 3.91) regarding their principals’

instructional leadership.

Table 3 Summary of One Way ANOVA for related to teachers’ perception about their principals’ instructional

leadership demonstrated.

Education level N Mean S.D. F Sig.
Lower than bachelor 21 4.15 31
Bachelor 267 3.96 56 2.055 0.130
Master 25 4.13 40

Table 3 presents instructional leadership data
according to education level. Teachers opinions were
analyzed using One Way ANOVA. As indicated in
table 3 the F = 2.055 and Sig. = 0.130 for three

Master). Analysis of the data indicated there was no
significant difference, meaning that teachers did not
perceive instructional leadership differently based on

education level.

education level groups

(lower Bachelor, Bachelor,

Table 4 Summary of One Way ANOVA for year of work experience related to teachers’ perception about their

principals’ instructional leadership demonstrated.

Years of work
experience N Mean S.D. F Sig.
0-10 85 3.92 .50
1.861 0.157
11-20 77 3.94 .59
More than 20 years 151 4.05 52
Table 4 presents instructional leadership data  Digcussion

according to years of work experience. Teachers’
opinions were analyzed using One Way ANOVA. As
indicated in table 4 the F = 1.861 and Sig. = 0.157 for
three categories of years of work experience groups
(0-10, 11-20, and >20). Analysis of the data indicated
there was no significant difference, meaning that
teachers did not perceive instructional leadership

differently based on their years of work experience.

Results from the analysis of research
question one indicated that the teachers rated their
principals high on the extent to which they promoted
their professional growth. This result agrees with
Sheppard (1996), who laid much emphasis on the
promotion of teachers’ professional development, which
he saw as “the most influential instructional
leadership behavior”.
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Furthermore, analysis indicated that the
teachers believed to a large extent that their principals
instructions. For research question one, all the items
were rated to a high extent, the highest being those
items which respectively indicated that the principals

had demonstrated knowledge of praising, supporting

For the comparison of teachers’ opinions about
instruction leadership for elementary school
principals in Thailand, as classified by teachers’
gender, it was found that there were significant
differences, meaning that perception of male teachers

was higher than perception of female teachers.

and facilitating teacher’ work; understanding curricular
issues in various subject areas; encouraging teachers Recommendations

¢ : lici ing. .
to enforce strong academic policies (grading Important suggestions towards the development

h k, discipline, etc.); and offeri ti o . .
omework, discipline, etc); and offering corrections in instructional leadership for elementary school

and advising when necessary to promote the school’s principals in Thailand were as follows is promotion of

i 1 . Th imply th . .
academic goals to students. These outcomes imply that teacher professional growth, it was checks the teachers’

incipals in Thailand d instructional leaders. . .
principals - thatiand are good mstructional leaders lesson notes and offers corrections/ advise where

They are abreast of the skills needed for teaching and : : :
necessary suggestions to work with, praise, support

learning. This is in line with Sergiovanni (1996) who and facilitate teacher’ work, be a good model for

noted that knowledge about teaching and the learning others and talks about them most important values
and beliefs.

Another area worth pursuing is to test the

and ability to share these insights with teachers is a
key fact in good principalship. Also the item on
conducive environments is in line with Sachs (2005)

various types of instructional leadership studies to

ho li i i s s . . .
who listed conducive environment as a better word identified. Additional studies should investigate other

for enhancing teachers’ performance. . .
& p factors that may affect a supervisor’s choice of

leadership style, including personality traits.
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Teachers’ Perception of Servant Leadership for Elementary School

Principals in Thailand: Use and Adaptation

Abstract

The purpose of this study was to investigate
teachers’ perception of principals’ servant leadership
for selected elementary schools in Thailand. Servant
leadership is described as the willingness to serve the
needs and interests of his or her followers (Greenleaf
1970). The sample group included two teachers in
each randomly selected elementary school. They were
selected using a stratified random sampling technique.
The study instrument was the questionnaire, Servant
Leadership Assessment Instrument (SLAI) was developed
by Dennis (2004). The study results indicated that (1)
the average perception levels of teachers’ perception
of principals servant leadership were rated as “High
Extent” in all dimensions and (2) there were
significant differences in teachers’ perceptions based

on education level and years of work experience.

Background

“..The great leader is seen as servant
first...”_ Robert K. Greenleaf (1970). Servant
leadership, first identified by Greenleaf (1970), is based
on the premise that a successful leader must be
willing to primarily and principally serve the interests
and needs of his or her followers, assisting the
development of these followers to become leaders.
Greenleaf (1991), in an essay on The Servant as Leader,
described servant leadership as a style of leadership
that “begins with the natural feeling that one wants to
serve, to serve first. Then conscious choice brings one
to aspire to lead. The difference manifests itself in the
care taken by the servant first to make sure that other

people’s highest priority needs are being served”.
(p- 7).
°
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The concept of servant leadership appears to
be so complex as to defy simple definition. It is
multi-dimensional, rich in hues and wide-ranging in
its meanings. The servant- leadership literature has
freely borrowed terms from different disciplines.
Religious terms such as God, soul, and spirit and
psychological concepts such as personal growth,
self-awareness, and identify are mixed with
management “buzz words”, such as flat organization
and shared vision (Page & Wong 2003).

Servant leadership has become a popular topic
in both secular and scholarly literature, as organizations
increasingly demand both ethical and authentic
leaders. Little is known about what informs or directs
a person to become a servant leader or why someone
would engage in servant leadership. It is timely to
develop a new paradigm of leadership training. All
the exercises on team-building and strength-finding
will not work without the right kind of leadership.
The spirit of the leader as a servant may be just what
is needed to implement a strengths-based paradigm.

As a result of literature review and research
analysis, the researcher was interested in understanding
the degree of use and adaptation of servant leadership
as one management method practiced by Thai elementary

school principals.

Purpose
The purpose of this research was to investigate
the use and adaptation of servant leadership by

principals in Thai public elementary schools.



Research questions

1. To what degree did Thai elementary school
principals demonstrate the adaptation of servant
leadership values in terms of: (1) agapao love (social
and moral sense), (2) empowerment (empower
information to others), (3) vision, and (4) humility
according to perceptions of teachers?

2. Were there significant differences in
servant leadership for Thai elementary school
principals as perceived by teachers according to the
teachers’ (a) gender (b) education level, and (c) years

of work experience?

Hypothesis

It is predicted that there will be a significant
difference in the perception of teachers about servant
leadership of their principals based on teachers’

gender, education level, and years of work experience.

Methodology

This study used mail survey research
methodology (Green, Camilli, & Elmore, 2006). The
population was comprised of 29,362 Thai public
elementary schools teachers (Office of the Basic
Education Commission, 2010). Krejcei and Morgan’s
table for determining a sample size at a significance
level of 0.05 was subsequently used to determine study
participants. (The Research Advisors, 2006). Teachers
were initially selected using stratified random
sampling (Mertler & Charles, 2008) according to their
geographic location within the Northeast of Thailand.
In accordance with this procedure, a sample of 395
teachers was identified from the total group.

The instrument for this research was a
questionnaire titled “Servant Leadership Assessment
Instrument (SLAI),” developed by Dennis (2004). The
dimensions of SLAI were grouped under the four
factors mentioned above. The questionnaire was
translated from English to Thai language and
validated for content accuracy by three university
experts in educational administration. A pilot test of

30 elementary teachers who were not part of the

research population was conducted to establish
reliability of the SLAI instrument. The total Cronbach’
salpha coefficient of reliability (Revelle, Zinbarg, 2009)
was .894, 874, 884 and .779 for agapao love (social
and moral sense), empowerment (empower informa-
tion to others), vision, and humility, respectively.

Data were collected by mail. Three hundred
fourteen (314) survey instruments were returned
representing a response rate of 79.49%. The “SPSS for
Windows” statistical program package was used to
analyze data for mean, standard deviation, independent
sample t-test, and one-way variance analysis (Tabacnick
& Fidell, 2001).

Findings

An analysis of the data for this study was
determined in relation to two research questions based
on teachers’ perceptions of their principals’ servant

leadership degree of use and adaptation as follows:

Research Question I:

The first research objective was to answer the
question, “to what degree did Thai elementary school
principals demonstrate servant leadership values in
terms of: 1) agapao love (social and moral sense),
2) empowerment (empower information to others),
3) vision, and 4) humility?” Results are presented in
table 1 according to the following: any score that falls
between 4.51-5.00 is term, Very High Extent (VHE),
3.51-4.50=High Extent (HE) 2.51-3.50=Moderate Extent
(ME), 1.51-2.50=Low Extent (LE), and 0.00-1.50=Very
Low Extent (VLE).
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Table 1 Mean and Standard Deviation [SD] rating on the perception of teachers about the degree of use and

adaptation of principals’ servant leadership.

No. Items Mean | SD Remark

Agapao love (social and moral sense) 392 | .65 HE

1. My principal is genuinely interested in me as a person. 4.01 | .82 HE

2. My principal creates a culture that fosters high standards of ethics. 4.03 | .78 HE

3. My principal has shown his or her care for me by encouraging me. 4.03 | .81 HE

4. My principal has shown compassion in his or her actions toward me. 3.89 | .78 HE

5. My principal makes me feel important. 3.7 | .77 HE

6. My principal shows concern for me. 3.82 | .84 HE

Empowerment (empower information to others 3.94 | .60 HE

1. My principal desires to develop my leadership potential. 4.03 | .76 HE

2. My principal lets me make decisions with increasing responsibility. 399 | .77 HE

3. My principal gives me the authority I need to do my job. 383 .79 HE

4. My principal turns over some control to me so that I may accept more 387 .73 HE
responsibility.

5. My principal empowers me with opportunities so that I develop my 397 .79 HE
skills.

6. My principal entrusts me to make decisions. 393 | .78 HE

Vision 3.95 63 HE

1. My principal has sought my vision regarding the organization’s vision. 3.89 | .81 HE

2. My principal has encouraged me to participate in determining and 397 .79 HE
developing a shared vision.

3. My principal and I have written a clear and concise vision statement 390 | .80 HE
for our school.

4. My principal has asked me what I think the future direction of our 3.88 | .82 HE
company should be.

5. My principal has shown that he or she wants to include employees’ 399 | .76 HE
vision into the organization’s goals and objectives.

6. My principals seeks my commitment concerning the shared vision of
our organization. 4.05 | .78 HE

Humility 3.76 | .58 HE

1. My principal talks more about employees’ accomplishments than his 398 | .76 HE
or her own.

2. My principal does not overestimate her or his merits. 3.88 | .79 HE

3. My principal is not interested in self-glorification. 336 | .96 ME

4. My principal is humble enough to consult others in the organization 371 | .84 HE
when he or she may not have all the answers.

5. My principal does not center attention on his or her own 3.78 | .81 HE
accomplishments.

6. My principal’s demeanor is one of humility 394 | .84 HE

Grand Total 3.89 | .61 HE

Table 1 indicates that teachers rated their
principals’ servant leadership performance in terms of
four dimensions 1) agapao love (social and moral sense),
2) empowerment (empower information to others),
3) vision, and 4) humility at a high extent level. (Mean
= 3.89 and SD = .61). Considering all dimensions, the
highest rating was in “vision” (Mean= 4.0, SD = .78)

on the item “My principal seeks my commitment
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concerning the shared vision of our organization”, the
lowest rating was in “Humility”(Mean = 3.36, SD =
96) on item “My principal is not interested in
self-glorification”.

Research question II:

The second objective of the study was to
answer the question “Were there significant value

ifferences in servant leadership of Thai elementary



school principals according to the perception of

teachers according to: a) gender b) education level,

and (c) years of work experience? The data presented

in Table 2- 6 summarize the results as follows:

Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception about principals’

servant leadership behaviors

Sig.
Gender N Mean S.D. t (@ tailed)
Male 138 3.93 .61 .504 615
Female 176 3.90 .55

Table 2 demonstrates teachers’ perceptions
of principals’ servant leadership performance in terms
of gender. Opinions were analyzed using the indepen-
dent sample t-test and Levene’s Test for Equality of
As indicated in this table, the t-test for
Equality of Means indicated that the overall t = .504

Variances.

and Sig. =.615, verified perceptions of male and
female participants were not different. It mean that
teachers’ perceptions of their principals’ servant
leadership performance were not different at the

significant 0.05 level.

Table 3 Summary of One Way ANOVA for education level related to teachers’ perception about principals’

servant leadership behaviors.

Education level N | Mean S.D. F Sig.
(2 tailed)

Lower than Bachelor 3 3.06 28 26.272 .000*

Bachelor 173 3.74 .58

Masters 138 4.15 47

Total 314 3.91 .57

*P -value < .05

Table 3 clarifies principals’ servant leader-
ship data according to education level of the teacher.
Teachers’ opinions were analyzed using One Way
ANOVA. As indicated in table 3 the F equals 26.272
and Sig. equals 0.000 for level of education (lower

than Bachelor, Bachelor, and Masters degree).

Analysis of the data indicated there was significant
difference, meaning that teachers view principals’
servant leadership differently at the significant 0.05
level based on teachers’ education level. A Sheffe post
hoc test was used to test pairs to determine where

differences occurred, presented in table 4.

Table 4 Post-Hoc (Sheffe) for education level.

Education level Lower than Bachelor Masters
Bachelor

Lower than Bachelor - 0.90 .002*

Bachelor 0.90 - .000*

Masters .002%* .000* -

Table 4 A Sheffe post hoc test indicated
that there was significant difference between the per-
ceptions of teachers with Masters degree and those
with either a lower than Bachelor degree (at the 0.002

level of significance) or a Bachelor degree (at the 0.000

level). Therefore, this study demonstrated that servant
leadership behavior can be measured in the school,
and that there is a statistically significant difference
between teachers at various education levels in their

perceptions of servant leadership of their principals.
°
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Table 5 Summary of One Way ANOVA for years of work experience related to teachers’ perception about

principals’ servant leadership behaviors.

Years of work N| Mean| S.D. F Sig.
experience
(2 tailed)
0-10 52 3.90 62| 5.664 004%
11-20 120 | 4.04 49
>20 142 | 3.81 61
Total 314 | 3091 57

*P-value < .05

Table 5 presents principals’ servant leader-
ship data according to years of work experience of
the teachers. Teachers’ opinions were analyzed using
One Way ANOVA. As indicated in table 5 the F
equals 5.664 and Sig. equals 0.004 for three categories
of work experience (0-10, 11-20, and >=20). Analysis

of the data indicated there was significant difference,
meaning that teachers’ viewed principals’ servant
leadership differently at the significant 0.05 level based
on years of work experience. A Sheffe Post Hoc Test
was used to test pairs to determine where differences

occurred, presented in table 6.

Table 6 Post-Hoc (Sheffe) for years of work experience.

Years of werk experience 0-10 11-20 >=20
0-10 - 322 .590
11-20 322 - .004*
>20 .590 .004* -

Table 6 A Sheffe Post Hoc Test indicated
that teachers with 11-20 years of work experience rated
their principals lower than those with >=20 years of
work experience at the 0.004 significance level.
Therefore, this study demonstrated that principals’
servant leadership behavior can be measured in the
organization, and that there is a statistically significant
difference between teachers at various levels of work
experience levels in their perceptions of servant

leadership.

Discussion

Results of this study presented information
that Thai elementary teacher’s perceptions and
performance of principals’ servant leadership are
significantly and positively correlated as
predicted by Dennis (2004), who developed the

was

servant leadership assessment instruments (SLAI) used
in this study.
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Data generated in this study indicated that
teachers generally rated their principals’ servant
leadership performance in terms of 1) agapao love
(social and moral sense), 2) empowerment (empower
information to others), 3) vision, and 4) humility at a
high level. That means all categories in this study can
be used in any organization to measure their use and
adaptation by principals.

In the comparison of the servant leadership
behaviors, as a whole, of the principals according to
teachers’ perceptions by education level and years of
work experience, there was significant difference at
0.05 significance level. These results match those of a
previous study, “A Study of Servant Leadership
Characteristics and School Climate of Infant Jesus
Sister Schools” (Bang-orn,2007).

The importance of the concept and provide
valuable data on how Thai elementary public school

and Thai private elementary school could enhance the



use and adaptation of servant leadership for the
advantage of all teachers in Thailand. The planning
has been initiated to determine how Thai elementary
public and Thai private elementary teachers view the
similarities and differences in the way teachers

perceive “servant leadership” in their organizations.

Recommendations

dimensions but “Humility”. Because the “Humility”
dimension was rated the lowest, this concept would
be an especially important topic for professional
development training for elementary principals.
Further research should be conducted with
several types of schools to test the reliability of the
servant leadership in this research. This would

included replicating the present study in Thai elementary

The result of this research indicated that the ~ Private schools. The servant leadership field might also

Thai primary teachers' perception of principals’ be advanced by reproducing the study in different

servant leadership was at a high level in all types of organizations.
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Teacher Perception of Transformational Leadership for Elementary

Abstract

This study aimed to investigate teacher
perception of transformational leadership for
elementary school principals in Thailand. The
questionnaire used in this study was the Multifactor
Leadership Questionnaire. Data were analyzed by
computing basic descriptive statistics, including means
and standard deviations independent sample t-test and
one-way ANOVA analysis. The findings revealed that
the average levels of teachers’ perception of principals’
transformational leadership were rated as “High Extent”
in alldimensions. The highest rating was in “inspirational
motivation”. The lowest rating was in “individualized
consideration”. A significant difference for “years of
work experience” it was found that teachers with
10-20 years of work experience were found to rate
their principals significantly higher than those with
less than 10 years or more than 20 years of work
experience. Based on the results, it was suggested that
principals should study to develop their
transformational leadership in especially

individualized consideration.

Background

Transformational leadership is a leadership
style that involves generating a vision for the
organization and inspiring followers to meet the
challenges that it sets. Transformational leadership also
depends on the leader’s ability to appeal to the higher
values and motives of followers and to inspire a
feeling of loyalty and trust. Successful leadership of
this kind typically has four components: individualized

consideration - each team member is recognized and
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respected for their individual contribution; intellectual
stimulation - the free exchange of ideas and opinions
is encouraged; inspirational motivation - an optimistic
but clear and attainable vision is set by the leader; and
charisma - the leader is seen to take responsibility,
make personal sacrifices, show determination in the
face of setbacks, and share any glory (A Dictionary of
business and management, 2006).

Bass (1998) defined transformational
leadership in terms of how the leader affects
followers, who are intended to trust, admire and
respect the leader. Transformational leadership includes
concepts of idealized influence, inspirational
motivation, intellectual stimulation, and individualized
consideration

Generally, transformational leaders are those
who are considerate of the individual, who have
charisma, project a vision, and inspire intellectual
stimulation (Kest, 2007).True transformational leaders
view their vision as morally correct and have
confidence in their abilities. The more self-confidence
a leader shows, the more followers discount
uncertainties (Conger, Kanungo, & Meno, 2000). In a
study of federal leadership in the public sector, it was
found that transformational leadership led to higher
performance and employee satisfaction (Parry and
Proctor Thompson, 2003). Chirichello (1999) noted that
transformational leaders can build capacity for change,
initiate and support new paradigms for school
governance. The information available today about
transformational leadership and its impact on student
achievement may help schools improve the lives of

students in our world. Sagor (1992) found that schools



where teachers and students reported a culture
conducive to school success had a transformational
leader as its principal.

As a result of a literature review and
information analysis, the researcher was interested in
understanding the degree of transformational
leadership practiced by Thai elementary school
principals in relationship to the concepts of idealized
influence, inspirational motivation, intellectual

stimulation, and individualized consideration.

Purpose

The purpose of this research was to investigate
the performance of transformational leadership by
elementary school principals, according to the

perception of teachers in their schools.

Research questions

1. To what degree did Thai elementary school
principals demonstrate the degree of transformational
leadership values in terms of: 1) idealized influence,
2) inspirational motivation, 3) intellectual stimulation,
and 4) individualized consideration according to the
perceptions of teachers?

2. Were there significant differences in
transformational leadership for Thai elementary school
principals as perceived by teachers according to their
a) gender, b) education level, and c) years of work

experience?

Hypothesis

There will be significant differences in teachers’
perceptions of their principals’ ransformational
leadership based on the teachers’ gender, education

level, and years of work experience.

Methodology

This study used mail survey research
methodology (Green, Camilli, & Elmore, 2006). The
population was comprised of 29,362 Thai public
elementary schools teachers (The Office of Basic Edu-

cation Commission, 2010). Krejcei and Morgan’s table

for determining a sample size at a significance level of
0.05 was subsequently used to determine study
participants (The Research Advisors, 2006). Teachers
were initially selected using stratified random
sampling (Mertler & Charles, 2008), according to their
geographic location within the Northeast and Central
of Thailand. In accordance with this procedure, a sample
of 395 teachers was identified from this group.

The instrument for this research was a
standardized questionnaire entitled the Multifactor
Leadership Questionnaire (MLQ Form 5-X), developed
by Bass and Avolio (2004). The MLQ was graded as
“Not at all’= 0, “Once in a whil” = 1, “Sometimes”= 2,
“Fairly often”= 3, “Frequently if not always” = 4. The
dimensions of transformational leadership were
grouped under the four separate dimensions
identified above. The MLQ was translated into Thai
and validated by three experts in educational
administration from Khon Kaen University. A pilot
test of 30 elementary teachers was conducted to
establish the reliability of the MLQ instrument. The
total Cronbach’s alpha coefficient of reliability (Revelle,
Zinbarg, 2009) was found to be alpha = 094 for
idealized influence, inspirational motivation,intellectual
stimulation, and individualizedconsideration
respectively, validating the reliability of the instrument.

Data were collected by mail, with 312 survey
questionnaires returned, representing a response rate
of 7899 % . The “SPSS for Windows” statistical
program package was used to analyze data for means,
standard deviations, independent sample t-test, and

one- way variance analysis (Tabacnick & Fidell, 2001).

Findings

Findings were based on teachers’ perception
of transformational leadership for elementary school
principals in Thailand and presented according to two
research questions:

The first research objective was to answer the
question, “To what degree did Thai elementary school
principals demonstrate the degree of transformational

leadership values in terms of: 1) idealized influence,

215 I1SUSMSMSANEN Ldngnaguaulnu
Journal of Educational Administration, kku

°
0. 131



2) inspirational motivation, 3) intellectual stimulation,
and 4) individualized consideration?”. Results are
presented in table 1 according to the following: any
score that falls between 3.50-4.00 is term, Very High

Extent (VHE), 2.50-3.49=High Extent (HE)
1.50-2.49=Moderate Extent (ME), 0.50-1.49=Low Extent
(LE), and 0.00-0.49=Very Low Extent (VLE).

Table 1 Mean (and standard deviation [SD]) rating on the perception of teachers about the degree of use and

adaptation of principals’ transformational leadership.

Items Mean S.D. | Remark
Idealized influence 3.02 52 HE
1. Talks about his/her most important values and beliefs 2.23 .98 ME
2. Instills pride in me for being associated with him/her 3.15 .80 HE
3. Specifies the importance of having a strong sense of purpose 3.27 73 HE
4. Goes beyond self-interest for the good of the group 2.99 93 HE
5. Acts in ways that builds my respect 3.12 .82 HE
6. Considers the moral and ethical consequences of decisions 3.21 .84 HE
7. Displays a sense of power and confidence 3.14 .76 HE
8. Emphasizes the importance of having a collective sense of mission 3.04 .67 HE
Inspirational motivation 3.12 58 HE
1. Talks optimistically about the future 3.07 .89 HE
2. Talks enthusiastically about what needs to be accomplished 3.05 71 HE
3. Articulates a compelling vision of the future 3.22 .83 HE
4. Expresses confidence that goals will be achieved 3.12 74 HE
Intellectual stimulation 2.96 55 HE
1. Re-examines critical assumptions to question whether they are 2.87 .68 HE
appropriate
2. Seeks differing perspectives when solving problems 3.07 17 HE
3. Gets me to look at problems from many different angles 2.90 .80 HE
4. Suggests new ways of looking at how to complete assignments 3.01 .84 HE
Individual consideration 2.63 59 HE
1. Spend time teaching and coaching 2.74 .88 HE
2. Treats me as an individual rather than just as a member of group 2.30 1.16 ME
3. Considers me as having different needs, abilities and aspirations from 2.56 .89 HE
others
4. Helps me to develop my strengths 2.89 .84 HE
Grand Total 2.95 48 HE

The data in table 1 indicates that teachers
rated their principal’s transformational leadership
performance in terms of 1) idealized influence, 2)
inspirational motivation, 3) intellectual stimulation, and
4) individualized consideration at a high extent level
(X = 3.02, 312, 296 and 2.63). Considering all
dimensions, the highest rating was in “inspirational
motivation” (X = 3.12), the lowest rating was in
“individualized consideration” (X = 2.63). Item 3
(Specifies the importance of having a strong sense of
purpose) was in highest rating (X = 3.27), only item 1

(Talks about his/her most important values and

Ui 6 aUui 1 uNsTAU - DnUNBU 2553
6(1) January - June 2010

beliefs) of “Idealized influence” and item 18 (Treats
me as an individual rather than just as a member of
group) of “individualized consideration” were
“moderate extent” (X=2.23 and X=2.30). All others were
rated in the high extent category.

The second objective of the study was to
answer the question “Were there significant differences
in transformational leadership for Thai elementary
school principals as perceived by teachers according
to their a) gender, b) education level, and c) years of
work experience” Data presented in Table 2-4 summarize

the results as follows:



Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception about their

principals’ transformational leadership.

Gender N Mean SD t Sig.
(2-tailed)
Male 127 2.94 412 -214 .83
Female 185 2.95 532
Total 312

Table 2 presents findings regarding the
differences in teachers’ perception about their principals’
transformational leadership in terms of gender.
Opinions were analyzed using the independent sample

t-test and Levene’s Test for Equality of Variances. As

indicated in the table, the t-test for Equality of Means
t = -214 and Sig. = 83

verified that perceptions of male and female

indicates that the overall

participants were not different.

Table 3 Summary of One Way ANOVA for education level related to teachers’ perceptions about their

principals’ transformational leadership.

Education level N Mean SD F Sig.
Bachelor Degree 242 2.94 496 1.023 361
Master Degree 64 3.02 437
Doctoral Degree 6 2.85 486
Total 312 2.95 486

*P-value <.05

Table 3 clarifies transformational leadership
data according to education level of teachers. Teachers’
opinions were analyzed using One Way ANOVA. As
indicated in table 3, the F = 1.023 and Sig. = 0.361 for

three education level groups. Analysis of the data

indicated there was no significant difference, meaning
that teachers did not view transformational leadership
of principals differently based on their own education

level.

Table 4 Summary of One Way ANOVA for teachers’ years of work experience to their perceptions about their

principals’ transformational leadership.

Years of work N Mean SD F Sig.
experience
<10 66 2.89 441 | 6.106* .003*
10-20 91 3.09 498
>20 155 2.89 481
Total 312 2.95 486

*P-value< .05
Table 4 clarifies transformational leadership
data according to teachers’ years of work experience.
Teacher opinions were analyzed using One Way
ANOVA. As indicated in table 4 the F = 6.106 and Sig.
= 0.003 for three categories of work experience groups

(<10 years, 10-20 years, and >20 years). Analysis of

the data indicated there was significant difference at
0.05 level, meaning that teachers did view transformational
leadership of principals differently at the significant
0.05 level based on years of work experience. A Sheffe
post hoc test was used to test pairs to determine where

differences occurred presented in table 5.

(
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Table 5 Post-Hoc (Sheffe) for teachers’ years of work experience.

Years of work experience | <10 years | 10-20 years >20 years
<10 years -.2085(*)

10-20 years - 2082(*)
>20 years -

Table 5 Sheffe post hoc test indicated that
there was teachers’ years of work experience 10-20
years rated their principals higher than of work
experience those with less than 10 years and more
than 20 years at the 0.003 level of significance.
Therefore, this study demonstrated that principals
transformational leadership behavior can be measured
in the organization, and that there is a statistically
significant difference between teachers at various
levels of work experience levels in their perceptions of

transformational leadership.

Discussion

From the study of transformational leadership
of elementary school principals in Thailand, the
teachers had the following opinions: The teachers
thought that the level of transformational leadership
of elementary school principals in Thailand was high
extent. Every aspect of the transformational leadership
results matched with Kraipon (2003), who studied the
transformational leadership of the secondary school
administrators, Xuto (2006), who studied the
transformational leadership and effectiveness of team
leaders in institutes of Psychiatry, and Deelert (2009),
who studied the transformational leadership of the
primary education institute’s principals. They found
that the education institute’s principals had a high
level of transformational leadership.

These results can likely be related to the
education reform specified by The National
Educational Act 1999, revised in 2002 section 6 which
addressed educational standards and educational
quality guarantees. In addition, The Office for
National Education Standards and Quality Assessment
(Public Organization) determined the standards and

for principals to know and understand to guarantee
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effective management. Specifically, the 10" standard
stated that the principal should have leadership skills
and ability to manage with creativity and vision. In
addition, the principal should have management
ability, and should be an academic leader, an effective
and democratic executive and reflect the satisfaction
of those their supervise (ONESQA, 2004). Therefore,
the principal should educate him/herself for these
changes.

For the comparison of teachers’ opinion about
transformational leadership for elementary school
principals in Thailand, as classified by teachers’
gender, and education level, it was found that there
were no significant differences at the .05 level. Every
aspect of the transformational leadership matched with
Veena (2009) and Deelert (2009), they found that
teachers’ perception regarding their principals’
transformational leadership were not different by
gender or education level.

For the comparison of teachers’ opinion in
transformational leadership for elementary school
principals in Thailand, as classified by teachers’ years
of work experience, it was found that there were
significant differences at the .05 level. Teachers with
10-20 years of work experience were found to rate
their principals significantly higher than those with
less than 10 years or more than 20 years of work

experience

Recommendations

Important suggestions towards the development
in transformational leadership for elementary school
principals in Thailand were as follows it was
suggested that principals should study to develop their
transformational leadership in especially individualized
consideration and treats them as an individual rather

than just as a member of group.



Another area worth pursuing is to test the  factors that may affect a supervisor choice of
various types of transformational leadership studies  leadership style, including personality traits.

to identify. Additional studies should investigate other
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Situational Leadership for Elementary School Principals in

Thailand: Dimensions of Directing, Coaching, Supporting,

Abstract

The purpose of this study was to investigate
teachers’ perception of principals’ situational
leadership for selected elementary schools in
Thailand. Situational leadership is described as having
the ability and willingness to accomplish a specific
task (Hersey, Blanchard, and John, 2006). The
questionnaire used in this study was the Situational
Leadership Questionnaire (Hersey & Blanchard, 2007).
Data were analyzed by computing basic descriptive
statistics, including means and standard deviations
independent sample t-test and one-way ANOVA
analysis. The study results indicated that the average
perception levels of teachers’ perception of principals
situational leadership were rated as “High Extent” in
all dimensions and (2) there were significant
differences in teachers’ perceptions based on years of

workexperience.

Background

Situational Leadership Theory (SLT) focuses
on the interaction of the leader’s behavior and
follower readiness and then measures it to determine
leader effectiveness (Caims, Hollenback, Preziosi,
&Snow, 1998). The term readiness means that people
have the ability and willingness to accomplish a
specific task (Hersey, Blanchard, and John, 2006). SLT
uses the same two leadership dimensions that Fiedler
identified: task and relationship behaviors or directive
and supportive (Claude, 1997). However, Hersey and
Blanchard go a step further by considering each as

either high or low and then combining them into four

and Delegating

|
Wiset  Polarttan

specific leader behaviors: telling, selling, participating,
and delegating (Graeff, 1997). Recently, these
categories were described as directing, coaching,
supporting and delegating (Mclaurin, 2006).
According to Chelladurai (1999), the multidimensional
model of leadership is an attempt to synthesize and to
reconcile exiting theories of leadership. Essentially, the
model focuses on three states of a leader
behavior-required, preferred, and actual. It classifies
the antecedent variables that determine these leader
behaviors into situational characteristics, member
characteristics, and leader characteristics. The
consequences (ie., outcome variables) in the model
are performance and satisfaction. So, the situational
leadership is a part of multidimensional model of
Leadership.

Situational leadership is the most prevalent
leadership system used in the world and has been for
over 40 years. Constantly updated and refined, based
on client feedback and research, it is a powerful and
pragmatic workshop based on a simple model of how
and when to adapt one’s behavior. Behaviorally based,
proven and intuitively simple, this model has more
value today than over before(Hersey, 2008). A leader
can take a strong or limited approach in these
behaviors. In clarifying the path, they may be
directive or give vague hints. In removing roadblocks,
they may scour the path or help the follower move
the bigger blocks. In increasing rewards, they may
give occasional encouragement or pave the way with
gold (Pierce & Newstrom, 2003). Building on skills

acquired during the core, Leader and catalyst takes

215 I1SUSMSMSANEN Ldngnaguaulnu
Journal of Educational Administration, kku

°
0. 137



participants through a guide process on how to move
to the next step in growth as well as correct
performance slippage. Knowing to assess readiness
levels, participants move past matching their behavior
to readiness levels and gain pragmatic steps to
determine where and how to invest to get maximum
performance. Developing someone is very rewarding
for the people involved as well as for the
organization. As skills increase, performance improves
and new goals are accomplished. This can be a very
exciting environment to work in. Leaders enjoy this
type of interaction with their employees because
everyone wins. Low performance issues are neutualized
with this “alive” system that acknowledges performance
where it currently is and addresses it accurately. This
often dreaded discussions become no big deal and are
held more frequentcy (Lee-Kelley & Loong, 2002)
This research identified the degree of
situational leadership of elementary school principals
in four aspects according to dimensions of including
directing, coaching, supporting and delegating in

elementary school in Thailand (Mclaurin, 2006).

Purpose
The purpose of this research was to study
four aspects of situational leadership for elementary

school principals in Thailand.

Research questions
1) To what degree was situational leadership
employed by elementary school principals in terms of:
directing, coaching, supporting and delegating
according to perceptions of their teachers ?
2) Were there significant differences in
situational leadership for elementary school princip
according to the teachers: (a) gender, (b) years of work

experience, and (c) education level ?

Hypothesis
There will be significant differences in teachers’
perceptions of situational leadership of elementary

school principals in Thailand based on gender, years
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of work experience, and education level of the

teachers.

Methodology

This study used mail survey research
methodology (Green, Camilli, & Elmore, 2006). The
population consisted of 28,930 Thai public elementary
schools (Thai Ministry of Education , 2010). A
stratified random sampling technique (Mertler &
Charles, 2008) was used to select 395 schools
identified using the Krejcei and Morgan’s table (The
Research Advisors, 2006, cited from Krejcie &
Morgan, 1970) for determining a sample size at 0.05
significance level. Participants included one teacher in
each randomly selected school.

The instrument for this research was a
questionnaire titled “Situational Leadership
Questionnaire” (SLQ) developed by Hersey and
Blanchard (2007). The dimensions of SLQ were grouped
under four dimensions mentioned above. The
questionnaire was translated into Thai language and
validated by three experts in educational
administration. A pilot test of 30 elementary teacher
was conducted to establish reliability of the SLQ
instrument. The total coefficient of reliability was found
to be Alpha = 4.01, 441, 416, and 4.12 for directing,
coaching, supporting and delegating respectively.

Data were collected by mailing the
instrument to each randomly selected teacher. A total
of 354 survey questionnaires were returned
representing a response rate of 89.62%. The “SPSS for
Windows” statistical program package was used to
analyze data for mean, standard deviation,
independent sample t-test and one-way(ANOVA)
variance analysis. (Tabacnick & Fidell, 2001).

Findings:

Research Question I:

The first research objective was to answer the
question, “what is the level of elementary school
teachers’ perception regarding their situational

leadership demonstrated in term of directing,



coaching, supporting and delegating. Results are
presented in table 1 according to the following
descriptions: scores that fall between 4.51-5.00 could
be classified to term of Very High Extent (VHE)

following by 3.51-4.50=High Extent (HE),
2.51-3.50=Moderate Extent (ME), 1.51-2.50=Low
Extent (LE), and 0.00-1.50=Very Low Extent (VLE)

respectively.

Table 1 : The level of situational leadership by elementary school principals in Thailand provided by teachers.

Items Mean SD Remark

1. Directing 4.01 28 HE
2. Supporting 4.16 .37 HE
3. Coaching 4.41 31 HE
4. Delegating 4.12 .36 HE
Total 4.17 25 HE

Table 1 indicates that primary schools principals
in Thailand were rated at a high extent for all four
aspects of situational leadership (directing, supporting,
coaching, and delegating) (mean scores of 4.01, 4.16,
441, and 4.12). Coaching was rated highest with a
mean score of 441. The least mean score was Directing

with a mean score of 4.01.

Research question II:

The second objective of the study was to
answer the question “what are teachers’ perceptions
about principals personal instructional leadership”
according to the teacher: (a) gender, (b) education
level, and (c) years of work experience? Data
presented in Table 2-4 summarize the results as

follows:

Table 2 Summary of the Independent Sample t-test for gender related to teachers’ perception about the

situational leadership for elementary school principals

Levene's Test t-test
for Equality of for Equality of Means
Variances Variances
Sig.
F Sig. T df (2-tailed)
Equal variances assumed 9.231 .003 -1.392 352 .165
Equal variances not assumed -1.573* | 209.197 117*

*P-value >.05 Male = 261, female = 93

Table 2 presents findings regarding the
differences in teachers’ preceptions of principals
personal situational leadership in terms of gender.
Opinions were analyzed using the independent sample
t-test and Levene’s Test for Equality of Variances. Table
2 also clarifies that if the value of Sig. was lower than
0.05 indicating that the variance of the two
populations were unequal, then the t value on the line

Equal variances not assumed would be used.

Correspondingly, if the value of Sig. was
higher than 0.05 indicating that the variance of the
two populations was equal, then the value on the line
Equal variances would be assumed. As indicated in
the table, the t-test for Equality of Means indicates
that the overall t = -1.573 and Sig. = .117 verified that
perceptions of male and female participants were not
different.

Table 3 Summary of One Way ANOVA for education level related to teachers’ perception about their

principals situational leadership demonstrated.

Sum of Mean
Squares df | Square F Sig.
Between Groups .169 3 .056 877 0.453%*
Within Groups 22.50 | 350 .064
Total 22.67 | 353

*P.value <.05, lower than Bachelor = 9, Bachelor = 144, Master = 196, Doctoral = 5
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Table 3 presents situational leadership data
according to education level. Teachers’ opinions were
analyzed using One Way ANOVA. As indicated in
table 3 the F = .877 and Sig. =0.453* for four education

level groups (upper bachelor, bachelor, master,
doctorate). Analysis of the data indicated there was
no significant difference, meaning that teachers did
not rate situational leadership differently based on

their education level.

Table 4 Summary of One - Way ANOVA for experience related to teachers’ perception about their principals

situational leadership

Sum of Mean
Squares df | Square F Sig. |
Between Groups 3.18 2 1.593 | 28.685 0.000*
Within Groups 19.49 351 .056
Total 22.67 353

*P. value <.05, =<10 =88, 11-20 =79, >20 = 187,

Table 4 presents situational leadership data
according to years of work experience of teachers.
Teachers’ opinions were analyzed using One Way
ANOVA. As indicated in table 4 the F = 28.685 and
Sig. = .000 for three categories of work experience
groups (<=10, 11-20, and >20). Analysis of the data
indicated there was significant difference at 0.05 level,
meaning that teachers did view situational leadership
of principals differently based on how many years the

teacher had worked.

Discussion

The result from the analysis of items for
research question 1 the teachers rated their principals
high on the extent to which they promote their
professional growth. This result agrees with Sheppard
(1996), who laid much emphasis on the promotion of
teachers’ professional development, which he saw as
“the most influential instructional leadership behavior”.
However, the result indicates that principals assist their
teachers more in their classroom instruction judging
from the overall mean of 4.00 obtained in cluster one,
than promoting their professional development
(cluster 2) with an overall mean score of 3.97. In a
mild way, This is in line with study by King (2002) Is
behavior the instructional leadership concerns
promotion of teacher professional growth and teacher

development. Sopositive effect for teach in classroom.
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Futhermore, analysis of the two research
questions indicate that the teachers believe to a large
extent that their principals assist/ encourage them in
their classroom instructions. For the research question
one, all the items were rated to a high extent, the
highest being items 1,9 and 8, which respectively
indicated that the principals have demonstrated
knowledge of curricular issues in various subject
areas (X=4.11). and Encourages teachers to enforce
strong academic policies (grading, homework,
discipline, etc.) (X=4.09). and offer corrections/ advise
when necessary; and Promotes the school’s academic
goals to students (X=4.05). These outcomes imply that
principals in Thailand are good instructional leaders.
They are abreast with the skills needed for teaching
and learning. This is in line with Sergiovanni (1996)
who noted that knowledge about teaching and
learning and ability to share these insights with
teachers is a key fact in good principalship. Also the
item on conducive environments is in line with Sachs
(1995) who listed conducive environment as a sine
qua non for enhancing teachers’ performance.

The result from the analysis of comparison
by gender, education level and years of work
experience revealed that there was little difference be-
tween these variants. This may be attributed to sec-
tion 52 of the National Education Act, 1999 which

encourages teachers to excel at all levels, setting high



standards of professionalism without adequate
support for targeted professional development or

individual incentives.

Recommendations

There is a need for more cross-cultural
leadership studies as a growing number of business
organization initiate or expand cross-border activities.
SLT provides a suitable theoretical framework for
extending the literature in this area. Organizations
operating in disparate cultural environments would

benefit from additional research on the relationship

between cross-cultural experience and training and
choice of leadership style, particularly in countries where
work-related values significantly differ from those of
Thailand. Another area worth pursuing is to test the
various types of cultures studies to identified those
best suited to prepare expatriates to manage HCNs
and those best suited for interaction with counterparts
in host-country private and public sectors. Additional
studies should investigate other factors that may
affect a supervisor‘'s choice of leadership style,

including personality traits.
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School Climate of Sirindhorn Public Health College in Thailand:

A Report on Perceptions of Faculty and Students

Abstract

This study aimed to investigate the
perception of a combined group of faculty and
students on school climate of 7 campuses of Sirindhorn
Public Health College in Thailand. The Climate Rating
Scale Questionnaires (CRSQ) developed by researcher
was used to collect data from 381 study participants.
It was found that the perceptions of faculty and
student on school climate were at the “high extent” in
all factors. The highest extent was in “school spirit
factor”, the lowest extent was in “social and physical
environment factor”. In addition, It was found that the
combined perceptions of the faculty-student group was
significantly different between status of participants.
Significant differences were also found between

different campus locations.

Background

Organizational climate is defined as a set of
properties of the work environment, perceived directly
or indirectly by employees, that is assumed to be a
major force in influencing employee behavior
(Konopaske, Matteson, and Ivancevich, 2007). The
organizational climate of a school is the set of internal
characteristics that distinguishes one school from
another and influences the behaviors of its member
(Hoy, 1990).

School climate refers to the quality and
character of school life and based on patterns of
personal’s experiences of school life reflects norms,
goals, values, interpersonal relationships, teaching and
learning practices, and organizational structures. (Cohen,
MaCabe, Michelli, and Pickeral, 2009) Even though
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there was ample research in school climate, there was
also vagueness as to how climate was defined and
conceptualized (Jatuporn, 2005), and the majority of
researchers and scholars suggest that school climate,
essentially, reflects subjective experience in school
(Cohen, 2006). Freidberg (1999) classified quality of
an organization into four dimensions: ecology, milieu,
social system, and cultures. Applied to schools, the
ecological dimensions would refer to the physical and
materials aspects, such as school buildings. The milieu
would be the average characteristics of the individuals
in school, such as teachers’ moral, staff stability, and
students’ background. The social system would be the
formal and informal structures or rules that govern
individuals’ interactions in school. Finally, the cultural
dimension is concerned with values and belief
systems, such as student peer norms (Gally and Pong,
2004). Climate is the perceived subjective effects of the
formal system, the informal styles of managers, and
other important environment factors on the attitudes,
beliefs, value and motivation of people who work in a
particular organization and in a sense the personality
of a school (Gunbayi, n.d.). Positive school climate
was associated with and predictive of academic
achievement, school success, effective violence
prevention, students’ healthy development, and teacher
retention (Cohen, 2009). Using a questionnaire was
one of the standard instruments to acquire the
perceptions on school climate.

The researcher investigated school climate
according to five factors including learning conditions,
social and physical environment, instructional focus,
school spirit, and personal safety. (Monrad et al., 2008;
Gally and Pong, (2004). Based on the aforementioned



background of the school climate. This research was
conducted at seven campuses of Sirindhorn Public
Health College in Thailand which were located in 7
provinces in Thailand including Khon Kaen,
Ubonratchathani, Phitsanuloke, Supaanburi, Trang,
Chonburi, and Yala.

Purpose

The purpose of this study was to a) investi-
gate the extent of student and faculty perceptions on
school climate at 7 campuses of Sirindhorn Public
Health College in Thailand in terms of learning condi-
tions, social and physical environment, instructional
focus, school spirit, and personal safety, b) test the
significant differences on school climate perceptions

based on status of participants and campus locations.

Research questions

1. What are the school group (faculty and
student) perceptions of school climate in terms of: a)
learning conditions, b) social and physical
environment, c) instructional focus, d) school spirit
and e) personal safety?

2. What are the significant differences on
perceptions of school climate according to status of

participants and college locations?

Hypothesis

It was predicted that there will be significant
differences on perceptions of school climate according
to different status of participants, and different loca-

tions.

Perspective

In a general sense, climate is a metaphor. The
term “school climate” evokes metaphors (a family, tribe,
community, and so on) that convey a feeling of
well-being, health, safety, openness, and caring-in short,
a climate conducive to learning and growth. School
climate is the quality of a school that creates healthy
place for learning, nurtures children’s and parent’s

dream and aspirations, stimulates teachers’ creativity

and enthusiasm, and elevates all of its members. Most
importantly, school climate is the special quality of a
school that allows the voices of the children and youth
to be heard. (Roger & Freiberg, 1994)

Ideally, school climate should be measured
from multiple perspectives, especially students and
faculty, so that each person responsible for the
education of children and youth can see how healthy
the learning climate is and what needs to be changed
or sustained. At the heart of school improvement,
regardless of national setting, is an understanding of

the learning climate.

Methodology

This study was used a survey research
methodology (Pretorious and Villiers, 2009). The
population comprised 3,998 students and 339 faculty,
for a total of 4,337. The Krejcei and Morgan table at
0.05 significance level (Krejcie and Morgan, 1970 cited
in Lodico, Spaulding, and Voegtle, 2006), was used to
determine a sample size of 382 (191 faculty and 191
students). The non-proportional random sampling
technique (Lodico, Spaulding, and Voegtle, 2006) was
used to select the sample.

The instrument was a researcher developed
questionnaire titled the Climate Rating Scale
Questionnaires (CRSQ). The CRSQ was structured by
researcher around five factors including learning
conditions, social and physical environment,
instructional focus, school spirit, and safety. The CRSQ
was a fixed-option response questionnaire each
containing items based on a 5-point Likert scale. The
rating scale was defined by ‘strongly disagree’,
‘disagree’, ‘not sure’, ‘agree’ and ‘strongly agree’. The
instrument was validated by a jury of 5 university
experts in Measurement and Educational Administration
and also submitted to 30 pilot participants to establish
reliability in pilot test. The total Cronbach’s alpha
efficiency of reliability of the CRSQ was 0.912.

Data were collected by mail with return rate
of 69.89%. The “SPSS for Windows version 17”

statistical package program was used to analyze data
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for mean,standard deviation, independent sample
t-test, and one-way variance analysis (ANOVA). The
values of the means were interpreted according to the
following: 1.00-1.50 = “Very Low Extent (VLE)”;
“1.51-2.50” = “Low Extent (LE)”; 2.51-3.50 = “Moderate
Extent (ME)”; 3.51-450 = “High Extent (HE)”; and
4.51-5.00 = “Very High Extent (VHE).”

Findings
By analyzing the data using the descriptive

statistical procedures, means and standard deviation

were calculated and analyzed. The data were clarified
in table 1. Faculty and students responded on five
factors: learning conditions, social and physical
environment, instructional focus, school spirit, and
personal safety as a whole at “high extent”. (mean =
3.88) When looking at each factor, it was found that
the highest extent was in “school spirit factor” (overall
mean = 4.12). The lowest extent was in social and
physical environment factor. (overall mean = 3.65). The
extent of student’s perceptions were more than faculty’s

in every factor (mean 3.92 > 3.81).

Table 1 The perception of students and faculty on school climate of 7 campuses of Sirindhorn Public Health

College in Thailand

No. Faculty

Student Overall

Mea SD Re-
Items n mark

Mean SD Re-

Mean SD Re-
mark mark

Learning Conditions 3.83 0.45 HE

3.78 0.49 HE 3.79 0.48 HE

1. I feel supported by 3.57 0.75 HE
administrators at my
college.

3.93 0.74 HE 3.82 0.76 HE

2. I’m satisfied with 3.63 0.64 HE
the learning
environment at my
college.

3.649 0.77 HE 3.54 .073 HE

3. Faculty are able to 3.93 0.89 HE
access all necessary
IT resources in order
to achieve efficient
curriculum planning,
eg. computer and
internet.

3.74 0.82 HE 3.80 0.84 HE

4. Faculty have 3.70 0.88 HE
sufficient time for
instructing students
without requiring
any extra hour.

3.43 0.95 HE 3.52 0.94 HE

5. The students in the 4.19 0.50 HE
class feel free and
relax during learning
hours.

4.04 0.65 HE 4.09 0.61 HE

6. This college is a 3.95 0.76 HE
good workplace for
faculty and good
learning centre for
students.

4.03 0.72 HE 4.00 0.73 HE

Social and physical 3.43 0.74 ME
environment

3.75 0.59 HE 3.65 0.66 HE

1. There are enough 3.37 1.02 ME
classrooms at my
college.

3.83 0.76 HE 3.68 0.87 HE
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Table 1 The perception of faculty and students on school climate of 7 campuses of Sirindhorn Public Health

College in Thailand. (Cont’d.)

No.

Faculty

Student

Overall

Items

Mea

SD

mark

Mean

SD

mark

Mean

SD

mark

2. All classrooms at
my college are tidy
and kept clean.

3.15

1.10

ME

3.70

0.74

HE

3.53

0.90

HE

3. The bathrooms at
my college are kept
clean.

3.11

0.99

ME

3.46

0.95

ME

3.35

0.98

ME

4. The trash bins at my
college are always
kept emptied.

3.55

0.92

HE

3.81

0.86

HE

3.73

0.89

HE

5. There are necessary
equipment available
in all classrooms,e.g.
computer, projector,
microphone, and
amplifier.

3.99

0.81

HE

3.96

0.82

HE

3.97

0.82

HE

Instructional focus

3.84

0.39

HE

4.12

0.38

HE

4.04

0.40

HE

1. The faculty
focuses on
instruction based
on understanding,
not just
memorizing facts.

3.94

0.57

HE

4.30

0.54

HE

4.19

0.57

HE

2. T expect good
school-record of
my students.

4.13

0.58

HE

4.21

0.59

HE

4.18

0.59

HE

3. The faculty are
proficient in their
subjects which
they was assigned
to instruct.

3.90

0.55

HE

4.41

0.56

HE

4.25

0.60

HE

4. The faculty can
use computer for
instructing purpose
effectively.

3.93

0.53

HE

423

0.57

HE

4.14

0.58

HE

5. Talways give
students a chance
to improve their
learning and
manner.

4.19

0.50

HE

4.25

0.63

HE

4.28

0.60

HE

6. Students can
evaluate
instructing
efficiency by
means of internet
access leading to
acquire reliable
evaluating results.

3.75

0.94

HE

4.13

0.71

HE

4.01

0.81

HE
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Table 1 The perception of faculty and students on school climate of 7 campuses of Sirindhorn Public Health

College in Thailand. (Cont’d.)

No. Faculty

Student Overall

Mean SD Re-
Items mark

Mean SD Re- Mean SD Re-
mark mark

7. Most of students at 2.88 1.23 ME
my college believe
that they don’t
need to pay
attention to the test
because they can
take a remedial
exam when they
fail until they pass.

3.32 1.26 ME 3.18 1.26 ME

School spirit 4.12 0.51 HE

4.11 0.52 HE 4.12 0.51 HE

1. I’'m proud of being 4.15 0.65 HE
a faculty at this
college.

4.37 0.65 HE 4.30 0.66 HE

2. I was made by 3.79 0.96 HE
colleagues feel
welcome when [
was a new faculty
at this college.

3.84 0.73 HE 3.82 0.81 HE

3. I realize that I'm one 4.17 0.62 HE
of the team who
takes an important
role in providing
efficient and
successful graduate
of my college.

3.81 | 0.71 HE | 3.92 | 0.70 HE

bullying behavior of
students at this
college.

4. Faculty respect 4.38 0.51 HE | 444 | 0.63 HE | 442 | 0.60 HE
students’rights and
dignity.
Personal safety 3.88 0.61 HE | 3.77 | 0.58 HE | 3.80 | 0.59 HE
1. Tused to encounter 3.56 1.10 HE | 3.48 1.13 ME | 350 ]| 1.12 ME

2. I feel safe at my 4.08 0.72 HE
college during
working (teaching)
time.

0.70 HE | 398 | 0.70 HE

W
Ne
W

3. I feel safe going to 3.87 0.83 HE
and coming from my
college.

3.82 | 0.82 HE | 3.84 | 0.82 HE

4. This college is a 3.99 0.81 HE
safety workplace for
overall image.

3.85 | 0.84 HE | 3.89 |1 0.84 HE

Grand Total [ 3.81 0.40 HE
(26 items)

3.92 | 0.36 HE | 3.88 | 0.37 HE

To understand the significant difference
between perception levels on school climate
regarding participants status, analyzing the data using

independent sample t-test statistical procedures was
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performed in table 2. The t-test for Equality of Means
indicates that the overall t = -2.177 with significant
level = 0.030 which verified that participants status

was associated with school climate rating.



Table 2 The Independent Sample t-test for status of participants related to the perceptions of students and

faculty on school climate of 7 campuses of Sirindhorn Public Health College in Thailand

Levene's Test for t-test
Variances Equality of Variances for Equality of Means
Sig.
F Sig. t df (2-tailed)
Equal variances assumed .601 439 -2.177 264 .030
Equal variances not assumed -2.097 145.213 .038

* P-value <0.05, n: students =183, faculty =84

In table 3 the One Way ANOVA statistical
procedure was used for the mean difference between
perception levels on school climate between difference

college campus locations. The results clarified that the

F = 5135 with significant difference = 0.001 which
verified that that there were significant difference of
perception level according to different campus

location.

Table 3 The One Way ANOVA for 7 campuses locations related to the perceptions of students and faculty on

school climate of 7 campuses of Sirindhorn Public Health College in Thailand

Sum of df Mean F Sig
Squares Square
Between groups 2.714 4 .678 5.135 .001*
Within groups 34.612 262 132
Total 37.326 266

* P-value < 0.05, n: Khon Kaen campus = 84 , Ubonratchathani campus = 33, Phitsanuloke campus = 50

Trang campus =63 ,Yala campus = 37.

The researcher selected Bonferroni’s statistic
in pos hoc to analyze the data. The results revealed
that the combined perceptions of the faculty-student
group were significantly different when comparing
individual campus location. For example, the attitudes
of the faculty-student group at the Trang campus were
significantly different from those for Khon Kaen,
Phitsanuloke, Yala campuses (p=0.009, p=0.000, p=0.030,
respectively). Participants from Trang campus had the
lowest perceptions on school climate (mean=3.71) when
compared with participants from Khon Kaen
(mean=3.91), Phitsanuloke (mean=4.00), and Yala
(mean= 3.94).

Discussion
This research involved the analysis of

perceptions of faculty and students on seven

campuses of Sirindhorn Public Health College in
Thailand. For the first part of hypothesis that faculty’s
perception level would be associated with student’s, it
was found that student’s school climate ratings were
higher than faculty’s significantly at 0.03. For the
second part of hypothesis, the researcher found that
different campus locations influenced perception
levels on school climate of the participants. Participants’
perceptions from Trang campus were lower than
participants from Khon Kaen, Phitsanuloke, and Yala
significantly at 0.05 which mightbe due to unpleasant
physical environment, safety commented by several
participants from Trang campus. Moreover, it was found
that inappropriate social and physical environment
could affect school climate perceptions, when focused
on minor items from social and physical factors of

both groups, it was found that participants weren’t
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satisfied with cleanliness of bathrooms as well as
previous study which aimed to study perceptions of
students, teachers, and parents of a large secondary
school that mentioned about school’s physical
environment which also affected perceptions
(Sanrattana, 2008). From this research found that
participants experiencing a positive school climate had
higher level of perceptions as Cohen (2010) stated that
school climate is strongly correlated and/or predictive
of high quality teaching and student academic
achievement.
Recommendations

Based on this research, only a combined group
of faculty and student perceptions from Sirindhorn

Public Health College were studied, it is suggested

that the further research could replicate for other
college of Praboromrajchanok Institute for Health
Workforce Development authorized by Ministry of
Public Health, Thailand. Based on the results of this
research, Sirindhorn Public Health college administrators
could use this research as guidelines for developing
school climate to achieve academic achievement, school
success, effective violence prevention, students’ healthy
development, and teacher retention as stated by Cohen
(2009). In addition, a series of workshops on school
climate for faculty and students should be performed
at Sirindhorn Public Health College. The administrators
may also use results from this research for school
climate development policy of Ministry of Public Health,
Thailand.
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Leadership and Change Management

Annabel Beerel, 2009. California: SAGE. 246 pages

New realities as the force of change; critical system thinking,

philoshophies,theories and syles of leadership; the sytematic
leadership approach;authority, obedience,and power; organizational
behavior, group dynamics and change; the shadow side of
leadership; leadership and ethics; systematic leadership and

strategy.and the leader in you

Causation in Educational Research.

Keith Morrision, 2009 New york: Routledge. 231 page.

The world of cause and effect; tools for understanding causation;
probabilistic causation; approaching cause and effect; determining
the effects of causes; determineing cause from effects; causation:

effective, inconsequential or a lost cause?

Technology Leadership for School Improvement
Rosemary Papa (Editor), 2010. California: SAGE. 297 pages.

Leadership policy and innovationve practice; leadership teaching
and learning; leadership: social, cultural, and legal; Leadership deigital

assessments and evaluation.

Leadership: Theory and Practice. 5" Edition.
LE ADERSH”L Peter G. Northouse, 2010. California: SAGE. 435 pages.

Introduction; Thrait approach; skill approach; style approach;
situational approach; contingency theory; path-memberr exchange
theory; thransformational leadership authentic leadership; clture and

Leadership; leadership ethics.
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Community Organizing
for Strongor Schools

" Art

Educational
Leadership

A Beginne

Structural
Equation
Modeling

Third Editior

Community Organizing for Stronger Schools: Stratagies

and Successes.
Kavitha Mediratta, Seema Shah, Sara McAlister, 2009.
Massachusetts: Harvard Education Press. 230 pages;

The emergence of a field; sftrategies that work; implications for com-

munities and school;

The Art of Educational Leaderhip: Balancing
Performance and Accountability.
Fenwick W. English, 2008. California: SAGE. 233 pages.

The leadership challenge; archetypes of leadership in the
human experience; mental prisms of leadership; individual
human agency and principles of action; leadership as artful perfor-
mance; understanding the landscape of educational leaderhip; balanc-
ing performance and accountability; artful performance and
mational standard.

The Essentials of School Leaderhip. 2 " Edition.

Brent Davies (Editor), 2009. California: SAGE. 208 pages.
Strategic and transformational leadership; ethical and moral lead-
ership; learning and leadership in interrelationship; leadership skill
and ability; enterpreneurial leadership; developing and ustaining

leaders.

A Beginner’s Guide to Structural Equation modeling.

3 ™ Edition.

Randall E. Schumacker and Richard G. Lomax, 2010
California: SAGE. 510 pages.

Data entry and data editing issues; correlation; SEM basic; model fit;
regression models; path models; confirmatory factor madels; developing
structural equation model: part I; developing structural equation model:
partIl; reporting SEM research; model validation; multiple sample, muliple
group, and structured; second-order, dynamic, and multitrait multimethod
models; multiple indicator-multiple indicatior cause, mixture, and multilevel
models; interaction, latent growth, and Monte Carlo methods; matrix

approach to structural equation modeling
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