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The purpose of this study was to develop a strategic plan to enhance 
Leadership IQ for administrators in Salesian schools, Thailand. There were fourteen 
schools in three types: girls, boys and co educational, and 2 1 9  administrators in three 
levels: religious, administration staff and department heads. In addition, there were 
360 teachers, 449 students and 236 service-employees getting involved in this 
research. 

Questions (36 scenarios) were used to measure IQ leadership of 
administrators based on the eight leadership roles: the selector, the connector, the 
problem solver, the evaluator, the negotiator, the healer, the protector and the 
s y n e r g izer. The d a t a  was c o l l e c t e d  by r a n d o m l y  select ing teachers ,  
students and service-employees for the best practices. To analyze the collected data, 
the statistical package for the social sciences (SPSS, version 1 5.0) was applied to 
answer the research objectives. Different statistical methods used in this research were 
descriptive statistics, including AN OVA (F-test) and t-test. 

The findings were as follows: Most of the administrators at the three levels of 
Leadership IQ Profiles had the role of the connector at the high level (high average), 
but the other roles were on average. Regarding education, all administrative levels 
had at high scores in the role of the connector, and there was no difference in 
Leadership IQ between male and female administrators. Furthermore, after 
comparing the average of leadership IQ among administrators and the best practices, 
there was no significant difference (t - - 0.36, -0.51 ,  -0.89) in every leadership role. 

The results of the study indicated that most of the administrators had high 
scores in the leadership role of the connector. However, the other leadership roles 
should more emphasized and valued. Therefore, the strategic plan has been 
developed to enhance the leadership roles of Salesian administrators. 
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Rationale 

CHAPTER I 

INTRODUCTION 

Today's world may have [leaders], but they are now overshadowed by 

celebrities: The [Leader] is known for achievements . .  ., the celebrity for well­

knownness. 

The [leader] reveals the possibilities of human nature, the celebrity 

reveals the possibilities of the press and the media. Celebrities are people who make 

the news, but [leaders] are people who make history. (Daniel Boorstin, Parade 

magazine, August 6, 1995) 

The two following quotations on Leadership are defined by some famous 

people, explaining the concept of leadership. "To lead people, walk beside 

them . . .  As for the best leaders, the people do not notice their existence. The next 

best, the people honor and praise. The next, the people fear; and the next, the people 

hate ... When the best leader's work is done the people say, "We did it ourselves" 

(Lao-tsu, 2005). 

"Leadership must be based on goodwill. Goodwill does not mean 

posturing and, least of all, pandering to the mob. It means obvious and wholehearted 

commitment to helping followers. We are tired of leaders we fear, tired of leaders 

we love, and of tired of leaders who let us take liberties with them. What we need 

for leaders are men of the heart who are so helpful that they, in effect, do away with 



2 

the need of their jobs. But leaders like that are never out of a job, never out of 

followers. Strange as it sounds, great leaders gain authority by giving it away" 

(Stockdale, 2005). 

Over the course of history, leadership has always been a topic of interest, 

but it was only during the recent decades has there been any sort of extensive 

scientific study on it in various angles and contexts. Since then, there have been as 

wide a variety of definitions for the tenn "leadership" as there have been people who 

have studied it. More than 350 definitions exist for the word, and some say that 

leadership "is one of the most observed and least understood phenomena on earth 

(Bennis and Nanus, 1 985). 

It has mostly been agreed, however, that leadership is a process used by a 

leader to influence individuals or groups for shared purposes, or to meet established 

goals. Leadership involves influence among people in order to effect changes that 

are ideally desired by both the leader and the followers. The world today has been 

undergoing changes that are more profound and far reaching that any experienced 

since the dawn of the modem age and the scientific revolution (Daft, 1 999). In order 

to prosper today, organizations need leaders who have the capacity to run an 

organization. 

Leadership is a critical management function and the most visible 

component of a manager's responsibilities - it acts as motivator for others to 

perfonn activities designed to achieve specific objectives (Boone, 1 996). One survey 
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revealed that the most important reason that causes employed people to look for new 

jobs is dislike for their bosses (University of South Alabama poll, 1 994). 

In a complex, rapidly changing environment, it is frequently the absence 

of a sense of purpose that causes organizations to flounder and employees to lack 

commitment and enthusiasm, and thus one of the primary jobs of a leader is to fine 

the capacity to help create a vision of what the organization can be and what it 

stands for, and to have employees understand and desire that vision as well. It is not 

enough that a person designated as "leader" or "boss" will stand up and announce 

what the goals of the organization as same as educational institution would be; the 

person must also communicate it in such a way that the goals resonate with the 

employees or subordinates, so that such things as dedication, teamwork, 

achievement, and satisfaction result. 

A Brief History and Educational Policy of Salesian Schools 

"Salesian School" is the name of Catholic private institution which has 

been organizing education of the young under the model of Saint John Bosco ( 1 8 1 6-

1 888). He was the Founder of the Salesian Congregation ( 1 864) and then was 

proclaimed as a Saint and the Father and Teacher of youths by the Catholic Church. 

He presented the youth educational method to educate young people. 

Presently, the Salesians have been providing education for the young 

especially for the poor ones in 1 27 countries, including Thailand with 1 6,586 

religious members. They have been working in 96 1 academic schools: 4 10  
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kindergartens, 74 1 elementary, 604 primary, 481 secondary, 1 38 vocational schools, 

6 1  missionary/parish schools, 336 language schools, 46 agricultural schools, 1 07 

schools for adults, 367 vocational colleges, and 67 universities.(Statistics as of 

Dec.31, 2005, Salesian Head Office in Pisana, Italy) . 

The main mission of Salesain Schools is to educate the young to become 

perfect human beings in line with this religious beliefs; at the same time, helping 

them to develop their ability and potentiality in the spirit of freedom of choice and 

consciousness of responsibility to live in harmony with the others to build a better 

society where they can live together in peace with respect to human dignity. 

In order to educate and to train the students to become committed good 

and honest citizens, Saint John Bosco gave them the following guidelines which are 

the basic elements of his "Preventive System", which requires that the teacher to be 

close to his and her students, to help and guide them to do good and to avoid evil 

and to express themselves freely in various kinds of activities, such as sports, music 

and drama. The instructor role is to teach and to give advice to the students with 

loving kindness to develop their potentialities and to avoid what is evil and 

dangerous. This educative system is based on three principles: reason, religion and 

loving-kindness (Braido, 1 993) as follows: 

1 .  The use of reason, it requires that both educators/teachers and 

students behave in accordance with the guidance of the intellect. The educators have 

to love his students and be always ready to forgive and forget their mistakes but 

guide them to improve their behavior. 
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2. The use of religion, it requires that the educators/teachers have to 

practice his/her religion and help his/her students to behave in accordance with their 

own beliefs and to live a good moral life which will help them also to be good 

citizens of their countries. 

3. The use of loving-kindness, it refers to the interest and willingness of 

the educators to take care of his/her students, and to follow them up and guide them 

with loving care as a father, an elder brother/ sister and a friend. This loving­

kindness can be well expressed by being close to the youngsters to protect and 

advise them to avoid what is evil. 

In terms of integrated human development, all of the above approaches 

and principles are concerned with human being practices and they require how 

young people should live together peacefully and how to behave to others brotherly 

and respectfully. 

In the Thai context, the School administration's roles and responsibilities 

are divided into 3 main levels; the high level is a group of religious administrators, 

the middle level is a group of administration staff, and the supervising level is a 

group of department heads. They work together as an administration team. 

Objectives of the Study 

1 .  To identify the profiles of Leadership IQ of Salesian Educational 

Administrators. 
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2. To compare the profiles of the different administrative levels 

classified by school types, position, status, education and gender. 

3. To ascertain the best practices in three levels of administrators. 

4. To design a Strategic Plan to enhance Leadership IQ to the level of 

best practices in Salesian Schools. 

Scope of the Study 

This study is focused on the Salesian Schools. They consist of 14 

institutions, both academic and technical throughout Thailand. There are three 

types among them: the first type is boy school, the second type is girl schools, and 

the third type is co-educational school .  (See the school' names and their located 

places in Chapter 3) 
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selector, connector, problem solver, evaluator, negotiator, healer, protector and 

synergizer. All of them are related skills and associated with each other as the 

themes of a Beethoven Symphony interconnected to create a masterpiece. 

The resulting factors of each level will be compared and contrasted to 

each other in order to determine the best practices, including three dimensions 

regarding status (religious and non-religious), gender (male and female) and 

education (graduate and non graduate) . Once everything has been determined, it is 

likely possible to formulate a strategic plan (as Leadership IQ Development Guide) 

to enhance Leadership IQ to the highest level which is the best suitable practice for 

the administrators in the Salesian Schools. 

Definitions of Terms 

Leadership IQ: the effective roles in influencing co-workers as proposed 

by Murphy (1996). This Leadership IQ focuses on the eight roles as follows: 

Selector: the one who has ability to put the right person in the right 

place doing the right job at the right time. 

Connector: the one who has ability to build and enhance 

relationships. 

Problem Solver: the one who has ability to produce results through 

the problem-solving process. 

Evaluator: the one who has ability to enhance individual performance 

with an act of strategic humility. 



change. 

perils of crisis. 

'THE ASSUMPTION UNIVERSITYLTBRA ll' 

9 

Negotiator: the one who has ability to solve resolutions to conflicts 

Healer: the one who has ability to heal the wounds inflicted by 

Protector: the one who has ability to protect their cultures from the 

Synergizer: the one who has ability to synergize all stakeholders in a 

way that enables them to achieve improvement together. 

School types: consists of three groups, namely, boy schools, girl schools 

and co-educational schools. 

Position: consists of three groups, namely, religious administrators, 

administration staff and department heads. 

Status: consists of three groups, the first group is the religious people 

who are not married, the second group is the lay people who got married and the 

third group is the lay people who are singles. 

Best Practices: outcomes of selection by voting by school constituencies 

to select one administrator at each level, namely, religious administrators, 

administration staff and department heads, so as to be used as the benchmark or a 

model leadership IQ. 

Strategic Plan: a Leadership IQ Development Guide for personal 

improvement according to the eight roles of leadership. 
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Salesian Administrators: managing staff at Salesian Schools, Thailand. 

There are three levels ( 1) the religious administrators; (2) the administration staff; 

and (3) the department heads. 

Salesian Schools: a group of Catholic institutions in Thailand, 

organized and run by the religious members under the model of Saint John Bosco 

(Founder of Salesian Congregation) . His mission is to educate young people, 

especially the poorer ones in society, based on the three principles: reason, religion 

and loving- kindness. 

Significance of the Study 

Globalization, consumerism and the information and technology 

immersion have affected Thai society. These phenomena have strongly influenced 

the way Thai people live and think, especially the young ones. These young people 

are unavoidably motivated to do things without effort and are inclined to act and 

behave far away from their culture, values, and beliefs in which their parents were 

brought up. In this atmosphere they do what they feel and act what they want. 

Thus, in such changing society and environment, Thai educational 

institutions, especially for the Salesian school's administrators. They must be the 

first ones who are responsible and use fully abilities to lead and to administrate 

educational institutions effectively. 
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It is the intention of the researcher to design a strategic plan as a 

Leadership IQ Development Guide in order to more improve intelligently the 

Salesian Educational Administrators in Thailand. 
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CHAPTER II 

REVIEW OF THE RELATED LITERATURE 

This research study is done to show an overview of different leadership 

theories, models and approaches which inform and correlate with the eight roles of 

intelligent leadership. To create a well-rounded study, relevant studies and 

literature are reviewed and studied as the following topics: 

1 .  An Overview of Leadership 

2. Principles Related to Leadership IQ 

3. Leadership Development 

4. Gender Issues in Leadership 

5. Strategic Planning Models 

6. Summary 

An Overview of Leadership 

The description and a clear understanding of Leadership are defined by 

the educational theorists as the following points of view: 

"Leadership is like beauty; it is hard to define, but you know it when you 

see it" (Bennis, 1 989) .  Defining the concept of leadership is not an easy task. But it 

is extremely important in order to understand the phenomenon we are studying 

deeply. Good definitions and clear concepts could enable us to achieve great 
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breakthroughs in the study and practice of leadership. There are hundreds of 

definitions about leadership, but it seems very difficult to find any widely accepted 

definition among leadership theorists (see e.g. Bass and Stogdill, 1990, Rost, 1993). 

The researcher has collected some example definitions below: 

"Leadership is a process whereby an individual influence a group of individuals to 

achieve a common goal" (Northhouse, 200 1 :  3). 

"Leadership is the reciprocal process of mobilizing by persons with 

certain motives and values, various economic, political and other resources, in 

context of competition and conflict, in order to realize goals independently or 

mutually help by both leaders and followers" (Bums, 1 978:425). 

"A review of other writers reveals that most management writers agree 

that leadership is the process of influencing the activities of an individual or a group 

in efforts towards goal achievement in a given situation" (Hersey and Blanchard, 

1 982: 83) 

"Leadership has been defined in many ways. The most consistent 

element noted is that leadership involves the process of influence between a leader 

and followers to attain group, organizational or societal goals" (Hollander, 1 985: 

486). 
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"Leadership i s  a process and a property. The process o f  leadership is the 

use of non-coercive influence to direct and coordinate the activities of the members 

of an organized group toward the accomplishment of group objectives. As a 

property, leadership is a set of qualities or characteristics attributed to those who are 

perceived to successfully employ such influence" (Jago, 1 982: 3 1 5). 

"Leadership is a process of influencing one or more people in a positive 

way so that the tasks determined by the goals and objectives of an organization are 

accomplished" (Hart, 1 980: 16). 

"Leadership refers to interpersonal processes in social groups, through 

which some individuals assist and direct the group toward the completion of group 

goals" (Segal, 1981: 4 1  ) . 

"Leadership is an influence relationship among leaders and followers 

who intend real changes that reflect their mutual purposes" (Rost, 1 993: 102). 

"Leadership is an activity or set of activities, observable to others, that 

occurs m group, organization, or institution and which involves a leader and 

followers who are willingly subscribe to common purposes and work together to 

achieve them" (Clark & Clark, 1 996: 25). 
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"Leadership behavior i s  purposeful interaction among humans that takes 

place in a certain group. The interaction has to be such that it improves the 

performance of the group and maintains constant development in relation to solving 

surfacing problems and achieving set goals. Leadership behavior is based on the 

personal potential of a leader and its efficiency is affected by the operational 

environment, situational factors and the goals set for activities." (Nissin en, 200 1 :  

96). 

Today leadership is sometimes replaced by using concepts like 

coaching, mentoring, guiding and serving. Also, the activities like teaching and 

training is similar to leadership. Suonpera ( 1 993, 1 8- 19) said that the nature of 

teaching event includes leadership. The successful progression of a teaching­

learning event requires leadership that is in accordance with the situation. There we 

are directing people's activities towards certain objectives. 

Principles Related to Leadership IQ 

According to Emmett C. Murphy ( 1 996), he did research and wrote a 

book on "Leadership IQ: a personal development process scientifically based on a 

new generation of leaders". His research findings came out with the eight roles of 

intelligent leadership. These roles associate and integrate with each other as a whole 

picture which can be described in the following roles: 



16 

Role 1: The Selector: Leader knows how to select the right people. 

Role 2: The Connector: Leader knows how to connect them to the right cause. 

Role 3: The Problem Solver: Leader knows how to solve problems that arise. 

Role 4: The Evaluator: Leader knows how to evaluate progress towards 

objectives. 

Role 5: The Negotiator: Leader knows how to negotiate resolutions to conflicts. 

Role 6: The Healer: Leaders knows how to heal the wounds inflicted by change. 

Role 7: The Protector: Leader knows how to protect their cultures from the perils 

of crisis. 

Role 8: The Synergizer: Leader knows how to synergize all stakeholders in a 

way that enables them to achieve improvement together. 

1. The Selector 

The selection process can be very demanding in any organization. In this 

chapter it gives many references of how to conduct a formal interview for you, 

doing the interview and being interviewed. There can be many varying degrees of 

what question should be asked during the interview process. You as the interviewer 

need to pay attention the interviewee's answers. You will be able to have follow-up 

questions by listening. As the leader of the company, will you hire someone based 

on their resume or experiences? This chapter also addresses how to debrief in case if 

a company downsizes. What was the process that I would be chosen due to 

downsizing? What were the factors involved? Was it necessary to choose me to 
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leave the company? Also, how to deal with employees that have been terminated or 

separated from a company. I think a leader does not want to deal with this situation. 

Because most people will want an explanation of why? But it has to be done with 

an effective company successfully. 

Goleman's (2000) developed and proposed the following descriptive 

leadership styles according to how a person behaves. It is rather similar to the four 

basic leadership styles and is included here in order to more readily develop 

understanding. There were six styles as follows: 

I. Coercive ("Do what I tell you") 

Goleman (2000) called this the "coercive" style of leadership and it is the 

least effective of the six since no one really likes to be ordered around. However, in 

a short term crisis it can mobilize people quickly. 

2. Pacesetting ("Do as I do now") 

This is the "pacesetting" style where the leader is focused on doing 

things better and faster but does not really make expectations clear to subordinates. 

As a result, responsibility and initiative disappear because people focus on second 

guessing the leaders' expectations. Pacesetting can be effective with highly 

motivated, competent teams if used in combination with other styles (Goleman, 

2000). 

3. Coaching ("Try this") 

In this "coaching" style of leadership, leaders help employees identify 

their strengths and weaknesses, offer lots of feedback and delegate challenging 
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assignments to help people grow. Interestingly, while the leader's focus i s  on long­

tenn results (the employee's growth), coaching delivers solid shorHenn payoffs as 

well because employees tend to rise to the level of their boss' expectations 

(Goleman, 2000). 

4. Democratic ("What do you think?'') 

This is the "democratic" style of leadership where leaders build trust and 

commitment by soliciting ideas and opinions (Goleman, 2000). Morale and 

productivity would rise with this method. A drawback would be the extra time that 

the method requires as well as the problem of using consensus to avoid making a 

decision. 

5. Affiliative ("How do you feel?'') 

Goleman (2000) called this the "affiliative" style as the leader tries to 

seek out his employees' emotional concern, offer plenty of praise and gives workers 

freedom in doing their jobs. The result is fierce loyalty. This style is particularly 

effective for rebuilding teamwork, trust and morale, but it can leave the workers 

who need some direction feeling insecure and unsure of which direction to tum, so it 

is best used in combination with the authoritative style. 

6. Authoritative ("Let's do this together'') 

This is the "authoritative" (not authoritarian) style of leadership. 

Authoritative leaders state a clear vision for their people and motivate them by 

letting them see clearly how their work contributes to reaching that vision 

(Goleman, 2000). People see why their work matters and are given flexibility in 
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achieving their goals. This i s  the most positive leadership style and works in most 

situations unless the leader is less experienced than his team. 

2. The Connector 

The role of the connector deals with how a leader can connect with the 

people that are under them. The purpose of connecting with people is to build or 

establish a relationship. This shows that you are interested in leading or have a 

purpose for leading. Many leaders will jump right into things without ever assessing 

the problem or communicating with people. The tool that can be used to avoid 

problems is the "Connection Ladder" (p.59). This can be used to avoid and assess 

problems in relationships towards the company or individuals. In the "connection 

Ladder" the most important stage is the contact stage. This stage can be the turning 

point to connecting or disconnecting with people. You can reward those who get 

things done on the "Connection Ladder". You can also put more responsibility on 

those higher up on the corporate ladder. There are relationship styles (p.66). Each 

style will greatly depend on the individual. Each style has unique qualities that will 

better assess or deal with relationships. One important element in each style is 

communication. You have to be able to address the problems and so forth. Everyone 

may not agree with you, but you as the leader have to take control of the situation or 

address problems at hand. In order to connect with people you must think how you 

connect with people, and then you must be able to solve the problems. 
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Blake and Mouton ( 1985) created what they called a "Management Grid" 

to portray the range of leadership styles based on combinations of a concern for 

people and concern for production. The grid can be seen below: 

Hi h 

90 
Country club management 
Thoughtful attention to needs of 

8 people for satisfying 
relationships leads to a 
comfortable, friendly 

7 
organization atmosphere and 
work tempo. 

6 

5 

Team management 
Work accomplishment is from 
committed people: 
interdependence through a 
common stake: in organization 

-- purpose leads to relationships 
of trust and respect. 

Middle of the road 
management 

Adequate organization 
performance is possible 
through balancing the 

1--�--+��-+��-1-��--��� necessity to get out work 
4 

3 

2 

Impoverished management 

Exertion of minimum effort to get 
required work done is appropriate 
to sustain organization 
membership 

2 3 4 5 

with maintaining morale of 
people at a satisfactory level. 

Authority-compliance 
Efficiency in operations results 
from arranging conditions of 
work in such a way that human 
elements interfere to a 
minimum degree. 8 

6 7 8 9 
Low 

Figure 2 The Blake and Mouton 'Management Grid 
Source: Robert Blake and Jane S. Mouton, "The Management Grid III" (1985) 
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The two-dimensional model and the seven major leadership styles are as 

follows (Daft, 1 999) : 

Impoverished management ( 1 , 1 )  is the absence of any kind of effective 

leadership. There is low concern for both people and production within the 

company. This style would be practiced by a leader who establishes minimum 

goals, expends little effort and displays no control with minimum standards. 

Middle-of-the-road management (5,5) shows a moderate amount of 

concern for both people and for production within the company. In practice, the 

leader would place some emphasis on performance and some emphasis on morale. 

Such a leader would stress easily defined production goals and group cohesion. 

Authoritarian management (9, 1 )  would be a leadership style that aimed 

for efficiency in operations much more dominantly than any concern for personal 

relationships. This style would be practiced by a leader who establishes strict 

quotas, stresses efficiency and displays strict control. 

Country club management ( 1 ,9) occurs where thoughtful attention is 

given to the needs of people for satisfying relationships- the emphasis is on people 

rather than on work output. This leadership style places the needs of people first, 

attempts to establish meaningful relationships, arranges work in a comfortable 

manner, requires no quotas, stresses broad goals, and tries to create a friendly 

atmosphere . 

Team management (9,9) is considered to be the most effective style 

because high consideration is given to both the people and the productivity of the 
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company, which results in dedicated employees working together to accomplish 

tasks and ultimately become self-managing and self-directed. 

Socio-emotional and task styles of leadership represent extreme forms. 

Most leaders tend to exhibit behavior from both styles, and although some leaders 

are high on task leadership and socio- emotional leadership styles (Combination 

style), most tend to favor one type (Scholl, 2002). 

Task leaders are mainly concerned with the completion of tasks, the 

accomplishment of goals and the general effectiveness of the work group. Leaders 

using this leadership method are often called directive leaders. They use conditional 

reinforcement as a management tool, meaning they tend to base rewards on 

performance, differentiate workers based on their relative contribution to the group. 

They show more support when members achieve goals. Task leaders emphasize 

deadlines, structure tasks, set and maintain definite standards for performance, 

enforce standardized procedures and generally insure that subordinates work up to 

capacity. The task leader emphasizes employee motivation to perform and 

behavioral change rather than employee satisfaction. Task or directive leaders tend 

to specify not only desired outcomes, but desired means (behavior) to achieve these 

outcomes or goals as well. Behavior and perceptions of task leader include (Scholl, 

2002): 

I. Main concern is accomplishment of group goals. 

2. Solve problems by telling followers how to change their behavior. 
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3 .  Reward good performance and disciplines which are unacceptable 

behavior. 

4. Emphasize meeting group goals even at the expense of individual group 

members. 

Socio-emotional leaders (Relationship buildings) are more supportive 

and accepting of subordinates. They show concern for their welfare and use 

unconditional reinforcement by acceptance of employees and recognition of their 

worth outside of task performance and goal attainment. However, socio-emotional 

leader often withhold criticism, fail to point out errors, or fail to attribute blame or 

responsibility for poor group performance to employees or group members. 

Employee satisfaction and the building of relationships are the dominant concern of 

the task leader (Scholl, 2002). 

The socio-emotional leader's mam objective is maintaining quality 

relationships with group members. Relationship building behavior include support 

(showing acceptance, positive regard and concern for the needs of others) by making 

the followers feel that they are important to the success of the team, bolstering a 

subordinate's self concept through positive feedback and recognition of skills and 

worth, providing assistance and guidance when needed, taking time to listen to the 

followers' problems and showing empathy and being willing to help solve 

followers' problem development (increasing skills and facilitating adjustment) by 

helping followers to analyze their own performance and skills, showing concern for 

the development of the followers, promoting person's  reputation, and developing 
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skills for future jobs, recognition of significant achievements important 

contributions, and high effort, showing true appreciation, empowering followers, 

and seeking advice from followers and conflict management by keeping conflicts 

de-personalized, attempting to develop win-win solutions and recognizing the 

interest and points of view of followers by the development of shared objectives 

(Scholl, 2002). 

Combination (task and socio-emotional), this style involves a high 

level of interpersonal or emotional intelligence skills. The combination leader works 

to accomplish group goals and recognize subordinate values at the same time. 

Subordinates are likely to feel secure and valued. Many times the difference is subtle 

and determined by the leader's skill in communication. The combination style is 

difficult if leaders try to keep the focus on group success and use the skills and 

abilities of followers to solve problems (rather than simply telling them what they 

did wrong) that leader will be able to accomplish the combination approach (Scholl, 

2002). 

Because there are no clear signs of any universal traits or behavior that 

would always determine effective leadership. Researchers began studying the 

situation in which leadership occurred. The basic principle was that the behavior that 

was effective in some circumstances may be ineffective in others, and therefore the 

effectiveness of leader behavior is contingent, or dependent, upon organizational 

situations (Daft, 1999). 
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Contingencies that are most important to leadership are situation and 

followers. The contingency approach seeks to explain the characteristics of 

situations and followers and examines the leadership styles that can be used 

effectively. If a leader can properly diagnose a situation and be flexible enough to 

lead according to the appropriate style, successful outcomes are highly likely. 

Several models of situational leadership have been developed and will be 

described here, such as Fiedler's contingency Model, the Vroom - Jago Problem 

Solving Model, the Path - Goal Theory, and Hersey and Blanchard's Situational 

Theory. 

Fiedler ( 1 972) suggested that leader effectiveness depended on whether 

the person's natural leadership style matched the situation and how much power and 

influence that the leader possessed in a particular situation. The two styles of 

leadership that Fiedler assumed was the relationship oriented leader, who is 

concerned with people and establishes mutual trust and respect, and a task - oriented 

leader who focuses primarily on accomplishing tasks. 

Leadership style would be affected by the following three factors 

(McShane and Glinow, 200 1 ): 

I. Leader - member relations - the degree to which employees trust and 

respect the leader and are willing to follow him I her. 

2. Task structure - the clarity or ambiguity of operating procedures 

3 .  Position power - the extent to which the leader possesses legitimate, 

reward and coercive power over subordinates. 

lib01
Rectangle
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Combining the three situational characteristics creates eight leadership 

situations as shown in the following table: 

Table 1 Fiedler's Classification of Situations and Leadership Styles 

Description of the Situation 

Type 
Leader - Member Task Power Effective Leadership 

Relations Structure Position Behavior 

I Good Structured Strong Task - oriented 
II Good Structured Weak Task- oriented 
III Good Unstructured Strong Task- oriented 
IV Good Unstructured Weak Relations - oriented 
v Poor Structured Strong Relations - oriented 
VI Poor Structured Weak Relations - oriented 

VII Poor Unstructured Strong Either 

VIII Poor Unstructured Weak Task oriented 

Source: Adapted from "The Effects of Leadership Training and Experience: A 
Contingency Model Interpretation." (Administrative Science Quarterly, 1 972) 

Situation "I" is most favorable to the leader because leader - member 

relations are good, task structure is high, and leader position power is strong, while 

"VIII" is most unfavorable because leader - member relations are poor, task 

structure is low, and leader position power is weak. 

Relationship-oriented leaders (Fiedler's model, 1 972) and building a 

bond of mutual trust with your followers (Bethel, 2009) are more effective in 

situations of moderate favorability while task - oriented leaders are move effective 

when the situation is in the extremes of highly favorable or unfavorable situations. 

This is due to the fact that in favorable situations when things are going 

wonderfully, all that is needed someone to take charge. In unfavorable situations, 
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having someone take charge is actually required. For moderate situations, human 

relations skills are important in achieving high group performance. The following 

Figure shows a summary ofFiedler's model: 

Highly Moderately Highly 
Favorable Favorable Unfavorable 
Task-motivated leaders Relationship- motivated Task-motivated leaders 
perform better when the leaders perform better perform better when the 
situation is highly when the situation is situation is highly 
favorable. moderately favorable. unfavorable. 

• Group members • A combination of • Group members 
and leader enjoy favorable and and leader do not 
working together. unfavorable enjoy working 

• Group members factors. together. 
work on clearly • Group members 
defined tasks. work on vaguely 

• Leader has formal defined tasks. 
authority to control • Leader lacks 
promotions and formal authority to 
other rewards. control promotions 

and other rewards. 

Rationale: Rationale: Rationale: 
Working from a base of Followers need support In the face of mutual 
mutual trust and relative from leader to help them mistrust and high 
certainty among followers cope with uncertainties uncertainty among 
about task and rewards, about trust, task, and/or followers about task and 
leader can devote primary rewards. rewards, leader needs to 
attention to get the job devote primary attention 
done. to close supervision. 

Figure 3 Fiedler's Contingency Model Summary 

3. The Problem Solver 

The role of the problem solver is to produce results. But you have to be 

able to spend ample time in order for this to happen. A lot of time will be spent 
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dealing with daily activities in the job place. And little time is spent in solving 

problems. Quality time must be spent to have positive results. Look at the roles 

(p.94) in order to implement and solve problems. One apparent thing is to create a 

worksheet that shows what the problem is and how much time is spent trying to 

solve the problems. Keep in mind to stay focused on discovering, defining, and 

solving problems. It is important to involve everyone to tackle the issues at hand. 

You must go into this head-on and have a mission or goal. 

The Vroom-Jago Model assumed that the leader faced a problem that 

requires a decision to be made (Daft, 1999). Making that decision could be done by 

the leader alone, by consulting subordinates, or by group decision. The five leader 

decision styles are described below (Vroom and Jago, 1988). Autocratic leadership 

styles are AI and All, consulting styles are CI and CII, and the group decision style 

is G: 

AI: Autocratic style of Problem Solving: The leader defines problem, 

diagnoses problem, generates, evaluates and choose among alternative solutions. 

All : Autocratic Style with Group Information Input: The leader defines 

the problem. Although the leader diagnoses the cause of the problem, the leader 

may use the group as an information source in obtaining data to determine cause. 

Using his or her list of potential solutions, the leader may once again obtain data 

from the group in evaluation of these alternatives and make a choice among them. 

CI : Individual Consultative Style: The leader defines the problem and 

shares this definition with individual members of the work group. The leader 
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solicits ideas regarding problem causes and potential solutions. The leader may also 

use these individuals expertise in evaluation of alternative solutions. Once this 

information is obtained, the leader makes the choice of which alternative solution to 

implement. 

CII :  Group Consultative Style: It is the same as CI except the leader 

shares his or her definition of the problem with the group as a whole. 

G: Participative Style: The group as a whole proceeds through the entire 

decision making process. The group defines the problem and performs all other 

functions as a group. The role of the leader is that of process facilitator. 
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Degree of Symbol Decision-making style 
subordinate 
participation 

� �
None AI Autocratic leader 

You solve the problem or make the decision yourself, 
using information available to you at that time. 
You obtain the necessary information from your 
subordinate, then decide on the solution to the 
problem yourself. You any not tell your subordinates 

Low what the problem is in getting the information from 
them. The role played by your subordinates in 
making the decision is clearly, one of providing the 
necessary information to you, rather than generating 
or evaluating alternative solutions. 

Moderate CI Consultative leader 

You share the problem with relevant subordinates 
individually, getting their ideas and suggestions 
without bringing them together as a group. Then you 
make a decision that may or may not reflect your 
subordinates influence. 

Moderate en You share the problem with your subordinates as a 
group, collectively obtaining their ideas and 
suggestions. Then you make a decision that may or 
may not reflect your subordinates influence. 

High Gil Group directed 

You share the problem with your subordinates as a 
group. Together you generate and evaluate 
alternatives and attempt to reach agreement 
(consensus) on a solution. Your role is much like that 
of a chairman. You do not try to influence the group 
to adopt "your" solution and you are willing to accept 

� ,. 
and implement any solution that has the support of 
the entire group. 

Figure 4 Vroom-Jago Leadership Continuum 
Source: V.H. Vroom and Arthur G. Jago, The New Leadership: Managing 
Participation in Organizations, 1 988  

The following nine rules are based on the belief that level of  elementary 

problems controls efficiency, quality and cost (Webb, 2000). If there are many 
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elementary problems, productivity will be negative, likewise, low level of problems 

puts productivity in the positive column. In the typical workforce, there is no 

recognition for people who spend time on elementary problems, big problems 

receive all the attention, yet, big problems start as minor and there are people around 

who are aware of them. Because of leadership attitudes, employees develop the 

habit of ignoring problems until they explode, at which time they become big 

problems, and then, leaders want to go on record for being a problem solver. 

Empowered teams correct this attitude. They focus on getting the job down while 

solving or preventing problems while minor (Webb, 2000). 

1 .  Priority # 1 :  Get the Job Done. In many work environments, top 

priority is cost control, which limits the ability to get the job done. It cost money to 

control project cost. Focusing on "getting the job done" is automatic cost control. 

Decision is based on what it takes to finish a job, not what it cost. 

2. Consider employees as an investment, not a cost. In any work 

environment, employees' skills and abilities will reflect the attitude of its leaders. If 

leadership considers employees a cost, quality of employees will suffer, likewise, if 

leadership considers employees an investment, then both sides will be motivated to 

increase skill quality. Greater efficiency is the result. 

3. Employee attitudes are by products of leadership style. If 

subordinates attitudes are negative toward the company, it is because of leadership 

style. If they are positive, it is because of leadership style. If attitudes need 

changing, it must start with the leaders. 
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4. Sharing knowledge inspires motivation. People who have opportunity 

to share knowledge feel they are a part of the team. Team members want to impress 

by their ability to contribute valuable information and this motivates the desire to 

seek information. It maintains a desire to excel, accept challenges and reject the 

status quo. 

5. Coach, not control. People who only follow orders do not assume 

responsibility, are not motivated and do not have a desire to excel. Coaching is 

inspiring people to find solutions to problems. Finding solutions, is a motivating 

force, it also becomes a habit. Coaching is sharing knowledge. 

6. Team responsibility. Being responsible for results 1s a highly 

motivating force. Also, a group of three or more, focused on a common goal, 

becomes a highly intelligent force. They are aware of minor problems and have 

authority to manage them. The team is recognized for their ability to prevent 

problems while getting the job done. 

7. Supply quality resources. Efficiency is as effective as available 

resources, (tools, supplies, work environment), to complete tasks. Teams will work 

hard to get jobs done, but they need quality resources to be efficient. Resources 

influence pride, which affects output quality. 

8. Opportunity to learn. Repetitive tasks kill the desire to learn, an 

attitude that rejects change and accepts the status quo. There is always a better way 

of doing a task, including repetitive task, and better ways are found in empowered 
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teams. Challenges motivate people to learn and the desire to learn is based on 

opportunity for challenges. 

9. Wages. Effective empowered teams require above average wages. 

Empowerment is no substitute for low wages. High wages for leaders to manage in 

an efficient way. Low wages promotes sloppiness. Wage level influences attitude 

and output quality. 

4. The Evaluator 

There are five principles in evaluation: purpose, responsibility, 

involvement, guidance, and service. Your evaluation looks towards your team or 

company and not yourself. How can you better your team or organization? 

Evaluating provides improving, growing, and adapting. Don't look at as a hindrance 

of your job duty; but as enhancing individual performance. Look at the roles of the 

evaluator (p. 1 1 8) and principles (p. 1 20) . In the evaluation process you can create an 

evaluation appraisal worksheet. This can be based on experience, expectation, skills, 

etc. There is a good example of the worksheet on page 1 26. Everyone's evaluation 

process will be different. Keep in mind you should be committed in order to stay 

focused and improve individual performance. To have an effective system you need 

to show that you are an effective tool towards the company. Others will see that and 

job satisfaction will increase. 
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Another decision making which utilize leadership styles to utilize depends on eight 

factors (Daft, 1 999): 

1. Quality requirement (QR) - How important is the quality of this 

decision? 

2. Commitment requirement (CR) - How important is subordinate 

commitment to the decision? 

3. Leader 's information (LI) - Does the leader have sufficient 

information to make a high - quality decision? 

4. Problem structure (ST) Is the decision problem well structure? 

5. Commitment probability (CP) - If the leader were to make the 

decision, is it reasonably certain the subordinate would be committed 

to the decision? 

6. Goal congruence (GC) - Do subordinates share the organizational 

goals to be attained in solving the problem? 

7. Subordinate conflict (CO) Is conflict over preferred solutions likely 

to occur among subordinates? 

8. Subordinate information (SI) - Do subordinates have enough 

information to make a high - quality decision? 

Moreover, when each of the above questions is answered, a leader can 

use the decision tree below to make a decision on leadership style: 



OR Quality requirement: 
How important is the technical quality of this decision? 

CR Commitment requirement: 
How important is subordinate commitment to the decision? 

LI Leader's information: 

Do you have sufficient information to make a high-quality decision? 
ST Problem structure: 

I s  the problem well structured? 
CP Commitment probability: 
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If you were to make the decision by yourself, is it reasonably certain that 
your subordinate(s) would be committed to the decision? 

GC Goal congruence: 

Do subordinates share the organizational goals to be attained in solving 
this problem? 

SC Subordinate conflict: 
Is conflict among subordinates over preferred solutions likely? 

SI Subordinate information: 
Do subordinates have sufficient information to make a high-quality 
decision? 

rinJ Quality requirement: 
How Important is the technical 
quality of this declalon? 

r:JD Commitment requirement: 
How Important hi subordinate 
commitment to the decision? 

m Leader's Information; 
Do you have sufficient Information 
to make a high-quality decision? 

-- Yee 

-- No 

-- High 

- - - Low 

Ell Probi.m structure: 
Is the p roble m well atructured7 

m Commitment probability: 
If you ware to make the decision 
by yourself, Is It reasonably certain 
that your subordlnatal•I would be 
committed to the dec:;slon7 

E Goal congruence: 
Do subordinates she re the organ­
izational goals to be attained In 
solving thi• problem? 

am subordinate conflict: 
Is conflict among subordinates 
over preferred solutions likely? 

El Subordinate Information: 
Do subordinates have aufflclent 
information to make a high­
quality decieion? 

Al 

Gil 

Figure 5 Vroom - Jago Decision Tree for Determining Leadership Style 
Source: V.H. Vroom and Arthur G. Jago, The New Leadership: Managing 
Participation In Organizations, 1 988  
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5. The Negotiator 

This chapter is on negotiation. The purpose of negotiating is what needs 

to be done to serve the customer. Anyone who is good at negotiating can create 

solutions that is more effective than any party can achieve individually. The point of 

negotiating is to win for everyone and not just yourself. If you negotiate for only 

yourself, then nothing will be accomplished. The roles of the negotiator are 

admonished on page 145.  The main goal of the negotiator is to serve the customer 

by reaching what needs to be done or obtained. When negotiating you need to know 

what the customer needs? If you understand what the customer needs and what you 

need, it will be easier to obtain a goal. There are 8 stages in the negotiating guide 

(p. 1 55). Each stage is effective in what needs to be done in negotiating. Any leader 

in whatever role should be able to negotiate. It is effective in order to solving 

problem. 

Transaction leadership fits with the contingency and behavioral theories 

because it focuses on leader behavior that improves employee performance and 

satisfaction, whereas transformational leadership is about changing the 

organization's strategies and culture so they fit better with the environment 

(McShane and Glinow, 200 1 ). 

Transformational leaders view the leader-follower relationship as an 

exchange process. They offer rewards for performance or threatening punishment 

for non performance. The transactional leader attempts to tap the intrinsic process 

and instrumental sources of motivation (Scholl, 2002). 
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Transformational leaders use a more visionary and inspirational 

approach. They communicate clear and acceptable vision and goals that employees 

can identify with, which create intense emotion and dedication. Rather than 

exchanging rewards for performance, transformational leaders attempt to build 

ownership on the part of group members by involving the group in the decision 

process (Tichy and De Vanna, 1 986, 1 990). When transformational leaders are 

successful, they are able to make desired behavior or behavioral patterns internalized 

rather become behavior motivated by extrinsic exchange. When the behavior 

becomes internalized, the leader's need to monitor employee behavior is greatly 

reduced. Transformational leader's facilitate the transition from external to internal 

control by (Scholl, 2002): 

a. Changing the mental models of employees 

b. Linking desired outcomes to valued help by employees 

c. Creating employee ownership in outcome so that positive outcomes 

validate the self-concept of employees. 

d. Building strong employee identification with the group or 

organization. 
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Ways a leader can influence compliance to directives or requests include 

(Bums, 1 978): 

1 .  Enjoyment. The leader attempts to convince the target of the 

enjoyment he or she will experience along with compliance. 

2. Coercion. The leader uses or implies threats, frequent checking 

3 .  Reward. The leader offers favors, benefits, or future rewards for 

compliance 

4. Legitimate. The leader seeks to establish legitimacy of request by 

claiming the authority or the right to make it, or by verifying that it is 

consistent with organizational policies, rule or practices 

5. Reciprocity. The leader appeals based on feeing of debt (based on 

past favors) to the leader 

6. Expertise. The leader bases appeal on his/her expertise 

7. Loyalty of Identification with leader. The leader appeals to feelings of 

loyalty and friendship toward the leader 

8. Appeal or challenge to traits. The leader appeals to the individuals 

traits such team player, hard worker, or risk taker to gain compliance. 

9. Appeal to Values. The leader appeals to the individual 's values such 

as concern for students, concern for the environment. 

10 .  Appeal to Competencies and Skills . The leader appeals based on 

affirmation of the individual's values skills, such as good leader, or 

best negotiator 
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1 1 .  Appeal to goals. Identification with goal. The leader attempts to show 

that the request is in the best interests of the group and its goals. 

6. The Healer 

The role of the Healer is essential in any business. It is just like a doctor 

or a nurse who has his/ her responsibility to make people better again. The leader 

has to be able to address problems with in the workplace. They need to find a 

solution to the problems. They need to prescribe something that will enable the 

workplace better. The leader's  role is almost the same as a doctor's role in the area 

of healing. The apparent roles a leader should follow on page 1 7 1  for the process of 

healing. As a healer you need to keep in mind not to let your own emotions get in 

the way. How can you heal in a positive way? Keep in mind your workers' attitudes 

as well when you address situations. You may have show humility, but it will 

benefit you and your company in the long run. 

The approach focuses on of followers as the important element of the 

situation, and consequently of determining effective leader behavior. The model 

states that subordinates vary in readiness level, and that effective leaders vary their 

style with the "readiness" of their followers. 

The four leadership styles include (Daft, 1999): 

Telling a very directive style that involves giving explicit direction 

about how tasks should be accomplished. 
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Selling involves providing direction but also includes seeking input 

from others before making decisions. 

Participating - focuses on supporting the growth and improvement of 

others by guiding skill development and acting as a resource for advice and 

information. 

Delegating - a style that offers little direction and little support. Under 

such conditions, employees assume responsibility for their work and for the success 

of their organization. 

These styles are effective depending on the readiness of the employee. 

With low-readiness employees, a telling style is very appropriate because people are 

unable or unwilling to take responsibility for their own task behavior. The selling 

and participating styles work for followers with moderate readiness, and delegating 

is appropriate for employees with high readiness. 

7. The Protector 

The role of the Protector is an essential one. It is the role that may take 

risks for goals to be achieved. The role demands to go head-on with the problems. 

You value the people under you such as your customers. Therefore, you do not want 

to see them fall into more of a crisis. When crisis occurs, every type of conflict may 

occur, for example, finger-pointing, squabbles, social problems, etc. The goal of the 

protector is to identify and act in response to threats to organizational well-being. 

The roles can be seen on page 1 95.  If you look at the risk assessment guide on p. 
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1 96, you will be able to further diagnose the crisis that occurs. I t  i s  important that 

you recognize and understand the thought of a crisis happening. How will you 

assess the problem at hand? You should embrace it and consider it an opportunity 

for your leadership skills to improve. Once you accept the responsibility, the 

possibilities are endless for great achievements to happen. 

According to the path-goal theory (McShane and Glinow, 200 1) , the 

leader's responsibility is to increase subordinates' motivation to attain personal and 

organizational goals (Evans 1 970). The leader chooses among four leadership styles 

in order to clarify the path for his followers and/ or increase the rewards that the 

followers value. Path clarification means that leader helps subordinates learn 

behaviors that lead to successful task accomplishment, while increasing rewards 

means the leader learns what rewards are important to subordinates (Daft 1 999). 

The leader's job is to increase personal payoffs to subordinates for goal attainment 

and to make the paths to these payoffs clear and easy to travel (House 1 97 1 ) . 

The four leadership styles (McShane and Glinow 200 1 )  are: 

1 .  Directive oriented the leader clarifies performance goals, how to 

achieve them and standard that the employee will be measured against. 

2. Supportive oriented the leader is concerned for the employee's welfare 

and supportive of the employee's actions toward the end goals 

3. Participative oriented - the leader consults with employees on decisions 

that will affect them and takes their input seriously. 
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4. Achievement oriented the leader sets challenging goal and encourages 

and expects employees to meet the goals 

Path-goal theory states that the four style above will be effective in some 

situations and maybe not in others. Two set of situational variables that moderate 

the relationship between a leadership style and effectiveness (McShane and Glinow 

200 1 )  are: 

1 .  Employee characteristics-includes such factors as subordinate ability, 

skills, needs, and motivations. 

2. Characteristics of the employee's  work environment-includes the 

degree of task, structure, the nature of the formal authority system, and 

the work group itself. 

8. The Synergizer 

As a synergizer you provide the necessary tools for teams and 

individuals coming together to achieve something greater than what is there already. 

The synergizer knows responsibility of individuals, always analyzes and makes 

choices. Those choices they make are put into practice. You can say "They practice 

what they preach". They empower others and bring into essence of wanting to fulfill 

the dream of the big picture. They take control of their own destiny. Never lacking 

commitment in what they due, they are always 1 00 % confident in what they do. 

You can see the roles of the synergizer on p.255.  There is also a seven-step guide to 

self-improvement on p.230 which provides what steps to take and the lesson learned 
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from each step. They have a vision for the company, customers and individuals. 

Their essential is to see achievement obtained. 

Traditionally, intelligence is defined operationally as the ability to 

answer items on tests of intelligence. This is far way from the modem concept of 

intelligence. Gamer ( 1 993 , 1 5) defined intelligence as "An intelligence entails the 

ability to solve problems or fashion products that are of consequence in a particular 

cultural setting or community". Pentti Sydanmaanlakka (2003) made his own 

definition of intelligence; intelligence means the capacity to use different kinds of 

competencies in various domains of body, mind, emotion and spirituality in order to 

solve problems or create products in a particular cultural setting. 

The intelligent leadership model is based on the postindustrial paradigm 

which is said to be replacing the industrial paradigm in the next ten years (Rost, 

1 993). The major characteristics of the industrial paradigm according to Rost 

( 1 991 , 1 8) are as follows: 1 )  Structural functionalistic view of the organizations, 2) 

View of management as the preeminent profession, 3) A personalistic focus on the 

leader 4) A dominant objective of goal achievement, 5) A self-interested and 

individualistic outlook, 6) A male model of life, 7) A utilitarian and materialistic 

ethical perspective, and 8) Rational, technocratic, linear, quantitative and scientific 

language and methodology 

The intelligent leadership model is also based on the systematic theory 

and systematic thinking ( 1 990, 68-92). Systematic thinking is a discipline for seeing 

wholes. The essence of system thinking is based on two issues: seeing 
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interrelationships rather than linear cause-effect chains and seeing processes of 

change rather than snapshots. Leadership is seen as a wider process, which takes 

place in an organization. In that process there are many variables which all affect 

each other. With systematic thinking we try to clarify and really see the key 

interactions in this process and this way discloses the essence of leadership. 

Intelligent leadership is a shared and collaborative process. It is a process 

that should be taught not only to leaders, but also to followers. The premise of 

intelligent leadership is that it must be practiced by both, the so-called leaders and 

the so-called followers. Intelligent leadership means putting people to work together 

efficiently. It is not manipulation. It is not management. Rather it should energize 

our employees and organizations. 

Leadership Development 

Good leaders influence others toward positive action for themselves and 

the organization's mission. Although leadership style vary, the following points 

have been pointed out from research conducted by numerous sources (Goleman, 

1 998): 

1. The leader' s  role is integral to all the things that happen. 

2. A leader's success depends on his or her high levels of self -

awareness, self - management and accurate self - assessment. 

3 .  Emotional intelligence is the foundation of good leadership 
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4. Good leaders are not threatened by their subordinate's abilities or fear 

that their subordinates would rise up higher than they; rather, they 

would encourage and develop these abilities an skills for success. 

5. Being promoted to a position of leadership does not make one a 

leader. 

Research studies revealed that emotional intelligence is twice as 

important as any other factor in predicting outstanding employee performance, 

accounting for more than 85% of star performance in top leaders. When senior 

leaders had a critical mass of emotional intelligence capabilities, their divisions 

outperformed yearly earning goals by 20% whereas division leaders without that 

critical mass underperformed by almost the same amount (Goleman, 1 998). 

Emotional intelligence is the ability to manage oneself and one's 

relationships effectively and consists of four fundamental capabilities : self 

awareness, self management, social awareness and social skill. Each capability is 

comprised of specific sets of competencies. Below is a representation of these 

capabilities and competencies : 



Table 2 Four Fundamental Capabilities of Emotional Intelligence 

Self - Awareness 

• Emotional self-awareness 

• Accurate self-assessment 

• Self-confidence 

• Intuition 

Self - Management 

• Emotional self-control 

• Adaptability & flexibility 

• Resilience 

• Effectiveness under pressure 

• Authenticity & intentionality 

• Trustworthiness & integrity 

• Conscientiousness & accountability 

• Innovation 

Self - Motivation 

• Achievement orientation; 

A drive for excellence 

• Initiative 

• Optimism 

• Commitment 

Social Awareness 

• Empathy; Understanding others 

• Service orientation 

• Organizational/political awareness 

Social Skills 

• Developing others 

• Leveraging diversity 

• Influence 

• Communication 

• Conflict management 

• Leadership Visionary Leadership 

• Catalyzing change 

• Building bonds 

• Teamwork 
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Source: Daniel Goleman, "What Makes a Leader?" - Harvard Business Review, 
1 998 
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Gender Issues in Leadership 

Researchers have studied the leadership styles of men and women. For 

example, the stereotype of women is that they have an interactive style. It has been 

found that there is no difference between men and women in the level of people -

oriented vs task oriented leadership (Mcshane and Glinow, 2001 ). 

Strategic Planning Models 

Strategic planning model serves many purposes. Its most importance is 

planning the process of doing strategic planning also referred to as "planning to 

plan" or "meta-planning". Another purpose is to lay out the process of strategic 

planning so that everyone involved understands what is going to happen. Another is 

to explain the process of strategic planning to those who may not understand it as 

trainers do to new organizational hires or professors to students. Another is to 

change the process from what the organization used to do for a better one, taking the 

opportunity to justify and explain the changes to the organization at the same time. 

Finally, the model can set out a timeline, during which the planning process is 

accomplished. Here it is going to present the principle steps of some proposed 

strategic planning models as the following: 

James F. Bandrowski ( 1 990) advocated a five-step "creative planning" 

process that includes steps for analysis, creativity, judgment, planning and 

ultimately action: 
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Step 1 ,  Analysis involves evaluating a company from six different 

angles- profitability, markets, competitors, technologies, operations and 

organization. It also involves developing creative insights into the company and its 

industry. For example, what the company's  major issues are, the blocks to 

increasing profitability, and the traditions in the company or industry that no longer 

make sense. 

Step 2, Creativity involves creative leaps and imagination, a team to 

generate ideas about any aspect of the company ways to increase profitability and 

productivity, reduce costs, beat the competition, and the like. This step is to inject 

fresh thinking into the process. 

Step 3, Judgment takes the "wild" ideas generated in Step 2 and prunes 

out the infeasible ones, modifies or combines some of the others, and products 

usable strategic concepts. These are refined further until they become feasible and 

prioritized. The strategy you will pursue will start to come into focus here. 

Step 4, Planning allows you to stand back and articulate the company's 

mission, vision, positioning values and guiding principles. Also in this step the 

company sets the quantitative objectives. It will try to achieve them. Finally, to work 

out the details-the action programs, budgets, financial forecast and contingency plan 

that have to be in place for implementation to proceed smoothly. 

Step 5, Action is the step where the plans and strategies are implemented. 

The plan becomes a framework for decision-making and control throughout 
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implementation. Each operational unit should also create its own plans, replete with 

objectives, resource allocations, assignments, and timetable. 

Roger Kaufman ( 1 992) proposed a different model. First, you must 

choose the appropriate planning level (mega-, macro-, or micro-planning) : "mega" 

for the corporation, "macro" for the division and "micro" for operational planning. 

Steps 2-5 involve collecting data about the organization's  beliefs and values, its 

vision focusing on ends and not means, that is: what is, what should be, what could 

be its current mission, and its needs. Steps 6-1 2  involve planning, where matches 

and mismatches are identified visions, values, needs and current missions are 

integrated. In these steps, differences are reconciled, needs are prioritized, and a 

preferred future is selected. Finally, after doing a SWOT analysis and deriving 

decision rules, strategic action plans are developed. In the final phase, the plan is 

implemented. 

Kerry Napuk ( 1 996) provided five stages represented by a series of 

"simple" questions that facilitate the complexities of modeling. These, in tum, 

generate objectives, urgent issues and best opportunities for which Napuk said to set 

one or more strategies and the actions to achieve them. 

1 .  How do we get here? What has accounted for our success or lack thereof? 

2. Where do we want to go? Is our vision real? Does it build on things we do 

really well? What are the company's  strengths and weaknesses? Do the 

strengths support the vision? 
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3 .  What are the objectives, in order of importance? Are they all achievable? 

What are the goals? How do they compare to competitors and the industry? 

4. How do we get to where we want to go? What and where the best business 

opportunities, which may require market research? What strategies are 

needed to realize these opportunities? What market plans are needed to 

realize the business opportunities? 

5. How do we make the plan work? What resources are needed to convert the 

opportunities, such as people, fund, and technology? How will these 

resources be obtained? What are the critical risks, threats, and response to 

strategies? What actions need to be taken? 

Karl Albrecht ( 1994) described a strategy formulation process that begins 

with environmental, opportunity, and organizational scanning which are akin to 

situation analysis. This leads into a model-building stage that is comprised of what 

he calls a Strategic Success Model. The strategy formulation process ends with 

successive stages of gap-analysis and action planning---choosing key result areas 

(KRAs)---setting objectives that will close the gap, and strategy deployment, which 

is the necessary communication that precedes implementation. Albrecht's Strategic 

Success Model is comprised of five levels: 

1 .  Creating a vision statement---a shared image of what the leaders want 

the company to become, an answer to how the organization would like 

those it cares about to perceive it. 
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2 .  Creating a mission statement that i s  a simple, compelling statement 

about how the enterprise does business, a customer value model that is 

value defined from the customer' s  perspective and a statement of core 

values essential to accomplishing the mission---not motherhood 

statements. 

3 .  Defining the strategic concept which requires knowledge of the operating 

environment, the logic of the business and strategy and the customer 

value package also referred to as the firm's value proposition. (See 

Customer Value Package.) 

4. Defining strategic initiatives, both KRAs and business targets 

(objectives). 

5 .  This last level includes not only outcomes, but also adaptive goals---not 

the business targets of the previous step, but new problems and 

challenges noticed during implementation that deserve the organization's 

attention. 

In yet another five-step model Kenichi Ohmae ( 1 983) advocated: 

1 .  Clearly defining the business domain. 

2. Analyzing the basic forces and trends in the environment, extrapolating 

into the future, and describing the most logical and succinct scenario in 

which the company will be mostly likely to find itself competing. 

3 .  Choosing only a few strategic options and deploying resources boldly 

and aggressively. 
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4. Regulating the strategy according to available resources. 

5. Staying with the strategy unless basic assumptions change. 
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Michele Bechtell ( 1 995) used Hoshin planning as the basis for strategic 

planning. As the preface to her book The Management Compass: Steering the 

Corporation Using Hoshin Planning states, "Hoshin kanri is a management 

methodology to reliably execute strategic breakthroughs." Developed in Japan, 

Hoshin kanri is rapidly gaining favor in the United States and around the world. 

"HP, Intel, Milliken, TI, Zyted and P&G are among the world class corporations 

using Hoshin management to link daily activity with strategic objectives." 

The model used in Hoshin management starts with creating a long term 

vision and aligning the organization's goals with changes in its environment. Next, 

management must select and define a vital few breakthrough objectives---or gaps 

that need to be closed---to sharpen the organization's future focus. Management 

then must create a companywide plan of attack, aligning people, activities, and 

resources behind those things that matter most to the organization. The rest is 

implementation. Daily activities must be aligned with the plan and progress tightly 

controlled. Changes in the environment may spark changes in the organization's 

priorities, requiring operational plans to be modified and the organization to become 

more flexible. Hoshin management can be summed up in two words: focus and 

alignment. 

Timothy Nolan, Leonard Goodstein, and J. William Pfeiffer ( 1 993) in 

their book, Plan or Die, suggest an applied strategic-planning model as follows: 
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I .  Planning to plan---setting up the planning process, deciding how to 

involve the organization's principal stakeholders, and deciding who to 

involve and what data to collect. 

2 .  Values scan---identifying the underlying and real values of the people in 

the company and how the company intends to do business. 

3. Mission formulation---must include what function the organization 

serves, for whom it serves this function, how it goes about fulfilling this 

function, and why it exists. 

4. Strategic business modeling---the process by which the organization 

specifically defines success in the context of the business it wants to be 

in, how that success will be measured, what will be done to achieve it 

and with what organizational culture. This includes topics, such as 

proactive futuring, the organization's approach to innovation, its 

orientation to risk as well as its competitive stance. 

5. Performance audit---how the organization has been doing, which 

includes a SWOT analysis. 

6. Gap analysis---represents the difference between the outcome---what is 

desired---and the performance audit---where the company is now. If the 

disparity is too great, the strategic business model has to be reworked and 

the process repeated iteratively until the gap is within the capabilities and 

resources of the organization to close. 
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7 .  Integrating action plans---of each business and functional unit within the 

organization into a comprehensive whole. 

8. Contingency Planning---focuses on the low probability events that would 

have a high impact---positive and negative---on the organization if they 

were to occur. 

Dave Francis ( 1 994) proposed a ten-step competitive strategy process. 

The first nine steps are the strategy-planning model, with the final step being the 

strategy's implementation: 

1 .  Exploring industry scenarios---assessing opportunities and threats for 

similar firms. 

2 .  Assessing market dynamics---defining customer groupings. 

3. Evaluating structural profitability---answering the question, "Can we 

make money?" 

4. Analyzing competitors---helping you know your enemy. 

5. Collecting external perceptions---challenging your assumptions. 

6. Clarifying values---clarifying what you believe in. 

7. Generating ideas---exploring all the things you could do. 

8. Developing strategic options---clarifying alternative future. 

9. Defining a competitive strategy---identifying your formula for gaining 

superiority. 

William Finnie (2000) outlined a three-cycle process for strategy 

development and implementation: 
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• Cycle 1, Strategy Development (primarily qualitative and top down)--­

includes defining the business and setting strategic objectives, including 

big, hairy, achievable goals (BRAG); developing generic strategies and 

customer-driven, competitor-driven, and people-driven strategies; 

developing the vision and mission statements, key moves, and broad 

action plans; and getting bottom-up commitment. 

• Cycle 2, Strategy Implementation (primarily quantitative and bottom-up)--­

includes forming departmental strategies and SMART goals. 

• Cycle 3, Strategy lmplementation---further includes creating performance 

measures and detailed action plans. 

Robert E. Johnston Jr. and J. Douglas Bate (2003), while proposing a 

model for strategic thinking---or "strategy innovation" to use their term, actually 

incorporate aspects of strategic planning go beyond just strategic thinking. Their 

strategy innovation or "Discovery" process is divided into the following five phases: 

I .  Staging Phase---where the Discovery team is selected, key roles 

identified, and objectives of the initiative are set. 

2. A ligning Phase---where the Discovery team and senior management 

align themselves with to the focus and scope of the initiative, agreeing on 

the "strategic frontier(s)" to be explored, such as new markets, new ways 

of providing customer value, mew products, or a new business model 

entirely. 
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3. Exploring Phase---where the Discovery team collects new insights on the 

strategic frontier leading to identify new opportunities for the company. 

4. Creating Phase---where the Discovery team creates and refines a 

portfolio of new business opportunities using the insights gained in the 

preceding phase. 

5 .  Mapping Phase---where the Discovery team creates a strategic road 

outlining key events, trends, milestones, and the like to move the 

company into its strategic future. 

Conelis De Kluyver (2000) proposed a more traditional model integrated 

with three questions: 

1 .  Evaluate Current Performance---mission, goals, 

Objectives, and strategies. 

2. Industry analysis---structure, evolution, 

competition, competition analysis and positioning. 

3. Environment analysis---economic, social, 

technological, political. 

4. Company analysis---structure, resources, processes, 

staffing, culture. 

5. SWOT analysis---strengths, weaknesses, 

opportunities and threats 

6. Strategy options---business unit, corporate 

7. Evaluation and implementation---resource 

requirements, risk/return 

Where are we 

now? 

} Where should 

} Ho: ,:::ld we 

get there? 
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Finally, Bill Birnbaum (2004), in Reinventing Strategic Planning, 

proposed an update on the traditional strategic-planning process that he called the 

Strategy 2 1  tm Process: 

1 .  Examining the current business mode/---including whether the company 

has a competitive advantage, what it is, and whether it is eroding how 

competitive the company is whether it has a core competence, how its 

industry, market, and environment are changing and what the weakest 

link is in its business model. 

2. Beyond the current business mode/---including scanning the environment 

outside the business model for potential new competitors, threats from 

substitutes, other distribution channels, and so on. 

3 .  Designing the "grand strategy "---choosing from among three options 

such as continuing or improving the currents business model; changing 

to a new business model, or diversifying so as to manage multiple 

business models. 

4. Developing a compelling vision---creating an exciting vision of the 

company's future that everyone in the company can get behind. 

5. Assuring enablers of strategy---these include intellectual capacity 

(creating a learning organization), processes, organizational structure, 

technologies, external relationships and capital resources. 
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6. Setting objectives to measure success---including measures from the 

following categories: financial, marketing/sales, products/services, 

operations, human resources and community. 

7. Designing a monitoring process---checking over time that both the set of 

objectives and the strategy are being achieved. 

All of these above strategic planning models make sense and have been 

used "in the filedn to help various kinds of organizations. Any model can be chosen 

and used in different management. Without the strategic planning and 

implementation, the organizations or even educational institutions would never 

change. 

Summary 

We clearly saw that the Leadership phenomenon could be approached 

from many different perspectives, but there were several aspects which having 

something in common and having the same dominant objective of goal achievement. 

These theories and principles came out from the several famous thinkers, such as 

trait theory of leadership, behavioral approach to leadership, contingency/ situational 

leadership, transactional vs. transformational leadership, intelligent leadership, 

leadership IQ and other critical issues for leadership. Even though these leadership 

theories are fit with running in organizations, but certainly they can be applied and 

used in an educational context. 
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In this study, the researcher learned a lot about leadership models and 

Leadership IQ. In every career we have realized that intelligent leadership and other 

leadership approaches are very important factors in leading people in organizations. 

According to the research findings of Emmett C. Murphy ( 1 996), he found out the 

eight roles of intelligent leadership, consisting of the selector, the evaluator, the 

healer, the connector, the problem solver, the negotiator, the healer, the protector 

and the synergizer. From his research, it has been found that these eight roles can 

make effective leaders. The eight roles of leadership increase high leadership IQ and 

all leadership models related skills are required to translate those roles into action. 

All of these eight roles of leadership are like a spider web or geodesic dome in 

which a part is related to other parts. The best way to see everything is to consider 

the whole picture as a big unit. And all of these roles were intertwined and guided 

by achievement, pragmatism, practice strategic humanity, customer�focused, 

commitment, optimism and responsibility. These characteristics can create effective 

leaders and also followers with high leadership IQ for our knowledge organizations 

and educational institutions. We can call this kind of leadership as a new leadership 

approach of at present. 

Molded together, the eight roles of leadership and all of the leadership 

models that increase Leadership IQ provide a new model for success that any leader 

in any organization or even in educational institutions can use with confidence. 

Individuals achieve when they fulfill all of the roles, where each role interacts with 
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and supports the others, just as the themes of a Beethoven symphony interconnected 

to create a masterpiece. 

Theoretically, understanding leadership models and the eight roles of 

leadership as mentioned above are very useful in creating an effective leader. But in 

principle, doing the strategic plan is more significant and also helpful to develop and 

improve the effective and intelligent leaders (administrators and teachers) in 

educational institutions, especially in Salesian schools. (See Strategic Planning for 

Salesian administrators in chapter 4) 



CHAPTER III 

RESEARCH METHODOLOGY 

6 1  

This chapter presents the method that was followed in conducting 

research, respondents of the study, research instrument, techniques, data gathering 

procedure and statistical treatment of the data collated. Therefore, this study runs 

with the following steps: 

1 .  Population and Sample 

2. Instrumentation 

3. Instrument development 

4. Data collection procedure 

5. Statistical Treatment of Data and Decision Criteria 

6. Data analysis 

Population and Samples 

The · population of this study were divided into three levels: a group of 

religious administrators, a group of administration staff and a group of department 

heads of both Salesian academic and vocational schools all over Thailand. There 

were 1 4  schools under the Salesian administration, being comprised three types: 

Type I: five of boy school, Type II: five of girl school and Type III: four of co­

educational school as shown in Table 1 .  
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Table 3 Number and Type of Salesian Schools 

Type Name of the Schools Location 
I Boys School. 

1 .  Saint Dominic School Bangkok 
2. Don Bosco School Bangkok 
3. Don Bosco Technical School Ratchaburi 
4. Sarasit Phithayalai School Ratchaburi 
5. Saeng Thong Vitthaya School Songkhla 

II Girls School. 
1 .  Nareevitthava School Prachuapkerekan 
2. Nareewut School Ratchaburi 
3 .  Thidanukau School Songkhla 
4. Saint Mary School Udonthani 
5 .  Mareeupphathem School Nakompathom 

III Co educational School 
1 .  Arun Vitthaya School. Prachuapkerekan 
2. Hua Hin Vithayalai School Prachuapkerekan 
3. Don Bosco Surath Technical School Surathani 
4. Don Bosco Vitthaya School Udonthani 

Samples were selected by using the following steps: 

1 .  The researcher focused on fourteen Salesian school's administrators all 

over Thailand. According to the school administration's structure, there are three 

levels. The first is a group of religious administrators. The second is a group of 

administration staff. And the third is a group of department heads. 

2. These three levels of school administrators were used to obtain data, which 

came from the results of Leadership IQ Self- Assessment. 
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Table 4 Number of Administrators in Salesian Schools (Year 2008-2009) 

Number of 
Number of Number of 

School 
Religious 

Administrat Department Total 
administrat 

ion staff heads 
ors 

I .  Saint Dominic School 3 8 8 1 9  

2 .  Don Bosco School 3 7 5 1 5  

3 .  Don Bosco Technical School 3 8 3 1 4  

4 .  Sarasit Phithayalai School 3 6 8 1 8  

5 .  Saeng Thong Vitthaya School 3 4 4 1 1  

6. Nareevitthaya School 2 6 8 1 6  

7 .  Nareewut School 4 7 8 1 9  

8 .  Thidanuknow 4 7 8 1 9  

9. Saint Mary School 4 7 8 1 9  

1 0. Mareeuppratham school 4 7 8 19  

1 1 . Arnn Vitthaya School. 3 6 8 1 6  

1 2 .  Hua Hin Vithayalai School 3 1 2  8 23 

1 3 .  Don Bosco Sura th Technical 2 5 5 1 2  
School 
14.  Don Bosco Vitthaya School 3 5 5 1 3  

In table 3 ,  it shows the number o f  232 school administrators which they 

were randomly drawn. 

Additionally, Table 4 shows the differences which were classified by 

status, education and gender of fourteen school administrators. The data was 

obtained forthis study. 
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Table 5 Number of Administrators Classified by Positions and Gender 

No. School 
Level I Level 2 Level 3 

M F T M F T M F 

1 Hua-Hinvitthayalai 3 0 3 6 6 1 2  2 6 
2 Sarasit 2 0 2 6 0 6 5 3 
3 St.Dominic 2 0 2 5 3 8 6 2 
4 Donboscovitthaya 3 0 3 4 1 5 4 1 
5 Saengthongvitthaya 3 0 3 3 1 4 2 2 
6 DonBosco Banpong 3 0 3 8 0 8 3 0 
7 Don Bosco Bangkok 3 0 3 7 0 7 4 1 
8 Don Bosco Surath 2 0 2 3 2 5 4 1 
9 Nareevitthaya 0 2 2 0 6 6 0 8 
1 0  Thidanuknow 0 4 4 0 7 7 0 8 
1 1  Arunvitthaya 2 1 3 3 3 6 0 8 
1 2  Marreeuphatham 0 4 4 0 7 7 0 8 
1 3  Saint Mary 0 4 4 1 6 7 0 8 
14  Nareewut 0 4 4 0 7 7 1 7 

Total 2 1  20 41 44 5 1  95 34 62 

From the above tables, the data showed the total of all level of Salesian 

administrators consisting of 232 people. They were divided into three categories, 

namely the number of religious administrators, the number of administration staff 

and the number of department heads who were classified according to names of the 

schools, positions and gender. 

Instrumentation 

To achieve the objectives and to obtain the data of this study, the 

f Leadership IQ Self-Assessment was designed by the researcher and used as 

l 
II instrument. This instrument consists of 36 scenarios based on the researcher's 
I 

f 
1 

t 
educational experiences. The main purpose of this instrument (as an assessment 

I 

l 

T 
8 
8 
8 
5 
4 
3 
5 
5 
8 
8 
8 
8 
8 
8 
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tool) was to determine or to test the Leadership IQ of all level of Salesian school 

administrators. Regarding the testing, each scenario has three choices for the best 

answer by each administrator. All of the scenarios (questions) focused on the eight 

roles of intelligent leadership. Thus, all of the provided scenarios were classified as 

follows: 6 questions for Selector role, 4 questions for Connector role, 3 questions 

for Problem- Solver role, 5 questions for Evaluator role, 5 questions for Negotiator 

role, 5 questions for Healer role, 5 questions for Protector role, and 3 questions for 

Synergizer role. (See in Chapter 2) 

The directions for interpretation of Leadership IQ Self-Assessment were 

used as follows: 1 point for every correct answer and no point for all wrong answers. 

After finishing scoring of each respondent, the total points were marked. The 

scoring range starts from the lowest up to the highest: 0 - 8, 9- 1 9, 20-26, 27-32 and 

33 -36. When the researcher obtained the results of all Leadership IQ Self­

Assessment, he was gradually able to build a Leadership IQ Development Guide (a 

Strategic Plan) for improvement in specific areas. 

Instrument development 

To determine the validity of the instrument, the most important validity is 

the content validity---the extent to which the instrument measures what to be 

measured. The expert judgment is the practical approach to estimate the content 

validity. The instrument development was determined by the following steps: 
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I .  The researcher studied and reviewed the theories, the practices, and the 

research findings about leadership IQ, leadership models and strategic planning 

models. 

2. After the researcher had gained knowledge from studying and reviewing 

the theories, the practices, the research findings about leadership IQ, leadership 

models and strategic planning models, he applied and used those knowledge and 

principles to write the instrument items from the organizational context into 

educational settings. 

3. The researcher applied Murphy's  theory (1 996) to Thai educational 

context and situation. His theory and principles focused on the eight roles of 

Leadership IQ, namely the selector, the connector, the problem solver, the evaluator, 

the negotiator, the healer, the protector and the synergizer. These roles and tools 

were used in the companies among leaders and workleaders. But in this study, the 

researcher used the theory in the school context among administrators and teachers. 

For example, regarding the role of the selector in a company, when you 

interview the candidate, you should know how to put the right people in the right 

place doing the right job at the right time and you as leaders should do the following 

process: I )  Prompt the candidate to speak spontaneously 2) Track early experience 

3) Let the candidate do the talking. In the educational settings, administrators do it 

with the same method among administrators and the candidates or the teachers. 

Administrators should know how to select and how to put the teachers in the right 

place and do the right tasks at the right time. 
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4. The instrument items (scenarios) were a testing of Leadership IQ Self­

Assessment based on Salesian educational context and situation in Thailand. All in 

all, there were 36 scenarios, each had three choices and all of the scenarios focused 

on the eight roles which were in the following: the scenarios of the selector were 6, 

the scenarios of the connector were 4, the scenarios of the problem Solver were 3,  

the scenario of the evaluator were 5, the scenarios of the negotiator were 5, the 

scenarios of the healer were 5 ,  the scenarios of the protector are 5, the scenarios of 

the synergizer were 3 .  These scenarios were tested b y  the Salesian administrators 

of fourteen schools in three administrative levels (religious administrator, 

administration staff and department heads) classified by school types, positions, 

status, education and gender. 

5. The content validity of the instrument items were determined by three 

experts. The first one is Dr.Sangob Laksana. He is an expert in Measurement and 

Statistics. The second one is Dr. Darunee Chooprayoon. She is an expert in Higher 

Education. And the third one is Dr. Fr.Manoon Soncharoen. He is an expert in 

Salesian school administration. (See in Appendix L) 

Data Collection 

After the instrument items, 36 scenanos (Leadership IQ Self­

Assessment) and the form of voting for best practices had been determined by 

experts, the researcher officially carried on data collection at the fourteen Salesian 

Schools with the following procedures: 
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1 .  The researcher asked a request letter obtaining pennission to 

distribute scenarios and the fonn of voting for best practices for the 

Graduate School of Education (Assumption University). 

2. The researcher contacted the principals or the rectors to confinn the 

request for questionnaires to administrators and also to the ones 

concerned whose names and numbers were detennined in the sample 

name list. 

3. The researcher collaborated with the religious administrators 

(principal, manager or rector) of each school to distribute and collect 

scenarios and the fonn of voting for the best practices from 

administrators. Then, he asked pennission from the religious 

administrators to let the lay administrators, teachers, service­

employees and students do the scenarios and the fonn of voting as 

soon as possible. Most of the scenarios and the fonn of voting were 

collected and returned to the researcher in a few days. But some 

were collected and sent to the researcher by mail. 

4. The data was sent and collected to the ones concerned for about ten 

days. There were 232 scenarios and 1 ,045 fonns of voting for the 

best practices returned, counted for 2 1 9  (94.40%) of a total of 232 

scenarios and for 1 00% of a total of 1 ,045 fonns of voting for the best 

practices were considered eligible for analysis. 
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5. After the process of analysis and interpretation of the collected data, 

the researcher got the research findings. Then, the researcher made a 

draft of the strategic plan as the development model and proposed it 

to the experts to be reviewed in order to achieve a consensus. Their 

comments and suggestions were added into the strategic plan. 

Statistical Treatment of Data and Decision Criteria 

The data was analyzed by Statistical Package for Sciences (SPSS) 

version 1 1 .5 .  The data was analyzed using both descriptive and inferential statistics 

- the descriptive statistics used included the ANOV A. Descriptive analysis is the 

method of preliminary date analysis that helps summarize the general nature of 

variables included in a study and the interrelations among them (Anderson: 1 987). 

1 .  Mean was used to determine the average of the responses of the 

respondents based on their perceptions of student morality development. A Likert 

Scale was used to analyze and interpret student morality development. 

2 .  Standard Deviation was used to analyze how dispersed each score was 

from the mean. In other words, standard deviation was used for the spread and the 

closeness of the scores. 

3 .  ANOVA (F-test) and t-test were used in this study. F-test was used to 

determine if at least two means were significantly different. The significant F 

suggests that all means are considered equal. The significant F will suggest that 

there will be at least two means, one pair that are significantly different. The F-test 
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is based on the variance of certain component between-groups variance, within­

groups variance and total variance. Besides, t-test was used to detennine the 

differences between two independent samples or proportions. 

Interpretation Criteria 

In this study, Leadership IQ would be calculated into mean and standard 

deviation scores according to the researcher's criteria and not Murphy's criteria as 

follows (from 1 to 5): 

1 .  The Selector role used the criteria 0-6 : 

0 1 .33 Low Average (LA) 

1 .34 3 . 1 7 - Average (A) 

3 . 1 8  - 4.33 = High Average (HA) 

4.34 - 5.33 = Superior (S) 

5 .34- 6.00 = High Superior (HS) 

2. The Connector role used the criteria 0-4: 

0 - 0.89 - Low Average (AL) 

0.90-2. 1 1  = Average (A) 

2 . 1 2-2 .89 = High Average (HA) 

2.90-3 .56 = Superior (S) 

3 .57-4.00 = High Superior (HS) 

3. The Problem Solver role and the Synergizer role used the criteria 0-3: 

0 - 0.67 = Low Average (LA) 



0.68 - 1 .58 = Average (A) 

2. 1 8- 2.67 = Superior (S) 

2.68- 3 .00 = High Superior (HS) 

7 1  

4 .  The Evaluator role, the Negotiator role, the Healer's role and the 

Protector role used the criteria 0-5 : 

0 - 1 . 1 1 = Low Average (LA) 

1 . 1 2  - 2.64 = Average (A) 

2.65-3 .61  = High Superior (HS) 

3 .62 - 4.44 = Superior (S) 

4.45-5.00 = High Superior (HS) 

5 .  The explanation of scoring range and weight into categories to 

determine overall Leadership IQ in eight roles of administrators as 

follows: 

0 - 8.00 = Low Average: demonstrating cursory and intermittent 

knowledge (LA) 

8.01 - 1 9 .00 = Average: demonstrating partial knowledge (A) 

1 9.01  - 26.00 = High Average: demonstrating basic knowledge (HA) 

26.0 1 - 32.00 = Superior: demonstrating significant knowledge (S) 

32.0 1- 36.00 = High Superior: demonstrating extensive knowledge (HS) 
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Data Analysis 

Data was analyzed according to the stated objectives: 

Objective I: Leadership IQ Profiles of Salesian Administrators 

Descriptive analysis usd means, standard deviations, portrayed profiles of 

Salesian administrators in three levels. The first level was the religious 

administrators. The second level was the administration staff. And the third level 

was the department heads. All of the three levels were as indicated by status, 

education and gender. 

Objective 2: Comparison of the Profiles in different levels 

Comparing the profiles of the different three levels of administrators in 

the fourteen schools was clarified by position, status, education and gender. 

ANOVA (F-test) was used to determine at least two means, one pair that are 

significantly different. The F-test is based on the variance of certain component, 

between-groups variance, within-group variance, and total variance. And t-test was 

used to determine two independent samples and pair sample. 

Objective 3: Best Practices 

The best practices came out from the 3 levels of administrators: religious 

administrators, administration staff, and department heads. This is a way finding out 

the best practices of each level in each school type. The best practices were selected 
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by a fixed number of teachers, students and service-employees. The best practices 

are the ones who got the highest percentage of those levels. 

Objective 4: Strategic Plan 

After getting the research findings, the researcher proposed a draft of 

Strategic Plan to the expert review in order to get comments and suggestions . After 

adapting those recommendations into the strategic plan, it could be used to enhance 

Leadership IQ for personal improvement to the level of best practice in Salesian 

Schools. 

Summary of the Research Process 

In this chapter, the methodology of the study was described. The 

discussion included a description of the instrumentation used, a description of the 

study population, an explanation of how the study samples were chosen, a 

description of the procedures used for data collection and the data analysis used for 

each of the research questions (scenarios). The sample groups were divided 

according to levels of administration. (religious administrators, administration staff 

and department heads) . The groups of administrators were studied and compared. 

The survey instruments were distributed and collected. The data obtained 

were tabulated and analyzed statistically. The best practices came out from the 3 

levels of administrators through a process of voting. The best practices were selected 

by a fixed number of teachers, students and service-employees. Thus, the best 



74 

practices are the ones who get the highest percentage of those levels. The strategic 

plan will be determined by the expert review in order to get comments and 

suggestions. After adapting those recommendations into the strategic plan, it could 

be used to enhance Leadership IQ for personal improvement to the level of best 

practices in Salesian Schools. 
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In this chapter, the results of the data were guided and analyzed by the 

following research objectives: 

1 .  To identify the profiles of Leadership IQ of Salesian educational 

administrators. 

2. To compare the profiles of the different administrative levels. 

3. To ascertain best practices in three administrative levels. 

4. To design a strategic plan to enhance Leadership IQ to the level of best 

practices in Salesian Schools. 

This is a quantitative research. The data obtained from the survey was 

analyzed to identify and to compare the profiles of Leadership IQ of administrators 

in fourteen of Salesian Schools in Thailand. There were 2 1 9  administrators and 

divided into three levels of administration: 36 religious administrators, 82 

administration staff, and 1 1 0 department heads. The profiles of administrators came 

from Leadership IQ Self Assessment. The questions of Self Assessment consist of 

36 scenarios focusing on the 8 roles of effective leadership. The results of the data 

were analyzed by the following factors: 1 )  36 scenarios, 2) best practices in three 

administrative positions classified by school types, 3) presenting the Strategic 
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Planning Process to develop model of this research findings. Therefore, the results 

of the findings were presented according to the research objectives as follows: 

1. Leadership IQ Profiles of Salesian Administrators 

The Leadership IQ of Salesian administrators was identified and 

analyzed in three levels. The first level is religious administrators. The second level 

is administration staff. And the third level is department heads. The data was 

analyzed and classified by position, education, status and gender. 

2. Comparison of the Profiles in Three Levels 

The Leadership IQ of Salesian administrators was compared to all 

administration levels and classified by school type, position, status, education and 

gender. 

3. Best Practices 

The Best Practices of Salesian administrators were selected from 

teachers, students and service-employees of all levels in each school in order to have 

a model leadership IQ. The data was showed by graphic presentation. 
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4. Strategic Plan 

The results of research findings and best practices were designed as the 

Strategic Plan for personal development and enhancement Leadership IQ of 

Salesian administrators. 

1. The Profiles of Salesian Administrators 

From Table 6 to 1 6, they showed the number of Salesian administrators 

whose leadership IQ was classified and analyzed by school type, position, status and 

gender as follows: 
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Table 6 Number and Percentage of Administrators Classified by Position 

Position Number Percenta2e 

Level I 

1 .  Rector 7 3 .2 
2. Principal 1 1  5 .0 
3 .  Manager 1 0  4.6 
4. Rector and Principal 3 1 .4 
5. Rector and Manager 4 1 .8 
6. Principal and Manager 1 0.5 
Level 2 
7. Academic Affairs 14 6.4 
8. Policy and Planning Affairs 1 0  4.6 
9. Public Relation Department 1 0  4.6 
10 .  Student Activity Affairs 1 6  7.3 
1 1 .  Maintenance Division 9 4. 1 
12 . Human Resource Development 1 1  5 . 1  

1 3 .  Professional Promotion Department 2 0.9 
14.  Administration and Finance 7 3 .2 
1 5. Technology and JCT Division 1 0.5 
16 . Nursery Division 2 0.9 
Level 3 

1 7. Head of Science 10  4.6 
1 8 . Head of Mathematics 1 0  4.6 
19 .  Head of Thai language 1 1  5.0 
20. Head of Social Studies 1 1  5 .0 
2 1 .  Head of Art 1 1  5.0 
22. Head of Physical Education 1 1  5. 1 
23. Head of Foreign Languages 1 1  5 .0 
24.  Head of Career and Technology 1 1  5.0 
25. Head of Technical Division 1 1  5.0 
26. Head of Class Level 4 1 . 8 

Total 2 1 9  1 00.0 

The Table 6 showed all Salesian schools have 2 1 9  administrators which 

are divided into three levels. The first level is the number of 36  religious 

administrators. The second level is the number of 82 administration staff. And the 

third level is the number of 1 0 1  heads of departments. 
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Most of them at the first level are 1 1  principals counted as is 5.0%. There 

are 7 people taking two positions counted as 3.7% 

As for the administration staff, most are responsible for student activities 

counted as is 7.3% and 1 4  people are academic affairs counted as 6.4% 

The last group are the heads of subjects and class levels have more or 

less the same number. 

Table 7 Number and Percentage of Administrators classified by Type 

School Type Number Percenta2e 
1 .  Boy 75 34.2 

2. Girl 88 40.2 
3. Co- ed 56 25.6 

Total 2 1 9  1 00.0 

The Table 7 showed most of administrators are women in girl schools. 

There are 88 people counted as 40.20% 

Table 8 Number and Percentage of Administrators Classified by Education 

Education Level Number Percenta2e 
1 .  Bachelor's Degree 1 67 76.3 

2. Master's  Degree 5 1  23.3 

3 .  Doctorate's  Degree I 0.5 

Total 2 1 9  1 00.0 
The Table 8 showed most of the administrators graduate in educational 

degree are 1 67 counted as 76.3% 
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Table 9 Number and Percentage of Administrators Classified by Status 

Status Number Percenta2e 

I .  Religious 34 1 5.5 

2 .  Not married 55 25. 1 

3. Married 1 30 59.4 

Total 2 1 9  1 00.0 

The Table 9 showed most of the administrators who are married are 1 30 

people counted as 59.4% 

Table 10 Number and Percentage of Administrators classified by Gender 

Gender Number Percenta2e 

I .  Male 1 00 45.7 
2 .  Female 1 1 9 54.3 

Total 2 1 9  1 00.0 

The Table 10 showed most of the administrators are 1 1 9 women, counted 

as 4.30% 

Table 1 1  Profiles of all Salesian Administrators 

Leadership IQ x S.D. Interpretation 

1 .  The Selector 2. 1 2  1 . 14 A 

2. The Connector 2.85 0.9 1 HA 

3 .  The Problem Solver 1 .45 0.64 A 

4. The Evaluator 2.56 1 .06 A 
5. The Negotiator 1 .42 1 .02 A 
6 The Healer 1 .70 1 .0 1  A 

7. The Protector 2 . 1 2  1 .06 A 

8. The Synergizer 1 .33  0.82 A 

Total 1 5.05 3.03 A 
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The results from Table 1 1  indicated that the means o f  Leadership I Q  a s  a 

whole picture is in the range of demonstrating partial knowledge (A= l  5.05) 

When leadership IQ was considered in other roles, it was found that 

seven roles of them were in the average, namely the selector, the problem solver, the 

evaluator, the negotiator, the healer, the protector and the synergizer. The high 

average was the connector role. 

:� 



Table 12 Profiles of Level 1 :  Religious Administrators 

Leadership IQ 
Rector (7) Principal (1 1) Manai er (10) 

x S.D Interpretation x S.D Interpretation x S.D Interpretation 
1 .  The Selector 2.29 1 . 1 1 A 1 .9 1  0.83 A 1 .70 1 .42 A 

2. The Connector 2.7 1 0 .76 HA 2 . 73 1 .0 1  HA 3.00 0 .94 s 
3 .  The Problem Solver 1 .43 0.53 A 1 .73 0.79 HA 1 .40 0.52 A 

4. The Evaluator 2 . 7 1  1 .25 HA 2 . 73 0.90 HA 2.20 0 .92 A 

5. The Negotiator 1 .7 1  0.76 A 1 .45 0.69 A 0.90 0.88 LA 

6. The Healer 1 .43 0.79 A 1 . 82 1 .25 A 1 .80 1 . 1 4 A 

7. The Protector 2.29 0.76 A 2.92 1 .22 HA 3.30 0982 HA 

8. The Synergizer 1 . 1 4  0.69 A 1 .27 0.79 A 1 .20 0.79 A 

Total 1 4.86 3 . 1 8  A 1 5 . 82 3 . 84 A 1 4.70 3 .20 A 

Leadership IQ 
Rector and Principal (3) Rector and Mana2er (4) Principal and Mana2er (1) 

x S.D Interpretation x S.D Interpretation x S.D Interpretation 
1 .  The Selector 2.33 1 . 1 5  A 2.00 0 .82 A 8 - -

2. The Connector 3 .33 0.58 s 3 .00 0 .82 s 3 .00 - -

3 .  The Problem Solver 1 .67 0.58 HA 1 .50 0.58 A 1 .00 - -

4. The Evaluator 2.33 0.58 A 3 .25 1 .50 HA 4.00 - -

5 .  The Negotiator 1 .33  0 .58 A 2.75 1 .50 HA 1 .00 - -

6. The Healer 2.67 1 .53 HA 1 .25  0.96 A 4.00 - -

7. The Protector 4.00 1 .73 s 1 .75 0 .96 A 2.00 - -

8. The Synergizer 0.67 0.58 LA 1 .50 0.58 A 1 .00 - -

Total 1 8.00 6.08 A 1 6.25 2 .22 A 1 6.00 - -

•;w;:e.e; ·•av 
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The results from the table 1 2  indicated that administrators who were in 

all position of the first level had an average of Leadership IQ score at demonstrating 

partial knowledge. (A=l 4.86, 1 5 .82, 1 4.70, 1 8 .00 andl 6.25) 

When leadership IQ was considered in other roles, it was found that most 

of the rectors' positions had six roles of Leadership IQ which were on average. The 

roles of connector and evaluator were on high average. Most of the principal, 

manager and rector with manager positions had five roles of leadership IQ which 

were on high average. The connector role was superior. Most of the rectors with 

principal positions had five roles of leadership IQ on the average. The connector 

and protector roles were superior. 

As the principal and manager, it could not be interpreted because there 

was an only position as seen from the table. 

) 
:� 
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Table 13 Profiles of Administrators in all Three Levels 

Leadership IQ Level 1 Level 2 Level 3 
x S.D Interpretation x S.D Interpretation x S.D Interpretation 

1 .  The Selector 1 .92 1 . 1 1 A 2 .23 1 .25 A 2. 1 1  1 .06 A 
2 .  The Connector 2.89 0 .85  HA 2.79 0.91 HA 2.89 0.94 HA 
3 .  The Problem Solver 1 .53 0 .61  A 1 .5 1  0.63 A 1 .3 7  0.64 A 
4. The Evaluator 2.64 0.96 A 2 .38 1 .05 A 2 .68  1 .09 HA 
5. The Negotiator 1 .47 0.97 A 1 .5 1  1 . 1 0  A 1 .34 0.97 A 

6 .  The Healer 1 .8 1  1 . 1 7  A 1 .7 1  0.95 A 1 .6 5  1 .0 1  A 
7 .  The Protector 2 .83 1 . 1 6  HA 2 . 1 6  1 .05 A 1 .8 3  0.9 1 A 
8 .  The Synergizer 1 . 1 9  0 . 7 1  A 1 .40 0 .84 A 1 .32 0 .85  A 

Total 1 5 . 56 3 .47 A 1 5 . 1 8  2 . 84 A 14.77 3 .02 A 
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The results from the table 1 3  indicated that as a whole, all level of 

administrators (Religious administrators, Administration staff and Department 

heads) had an average of Leadership IQ score in the level of demonstrating partial 

knowledge. (A=l 5.56, 1 5 . 1 8  and 14.77) 

When leadership IQ was considered in other roles, it was found as 

follows: 

1 .  Most of the administrators in the first level had Leadership IQ score of six 

roles on average. The connector role was on high average. And the 

connector and protector roles were on high average. 

2. Most of the administrators in the second and the third levels had Leadership 

IQ score of six roles at the average. The connector and evaluator roles were 

on high average. 

Table 14 Means and Standard Deviation of Leadership IQ Classified by Education 

Leadership IQ 
Bachelor's De2ree Hi2her Bachelor's De2ree 

x S.D Interpretation x S.D Interpretation 

1 .  The Selector 2.2 1 1 . 1 6 A 1 .85 1 .06 A 
2. The Connector 2 .82 0.93 HA 2.96 0.84 s 

3. The Problem 1 .43 0.64 A 1 .50 0.61 A 
Solver 
4. The Evaluator 2.52 1 .08 A 2.69 0.98 HA 
5. The Negotiator 1 .42 0.99 A 1 .44 1 . 1 3  A 
6. The Healer 1 .68 1 .0 1  A 1 .75 1 .03 A 

7. The Protector 2.03 1 .04 A 2.40 1 .09 A 
8. The Svnergizer 1 .33 0.85 A 1 .33 0.76 A 

Total 1 4.98 3 . 1 2  A 1 5.29 2.75 A 
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The results from the table 1 4  indicated that all of the administrators in the 

first level had an average of leadership IQ in the range of demonstrating partial 

knowledge as a whole. (A=l4.98 and 1 5 .29) 

When the leadership IQ was considered in other roles, it was found that 

most of the administrators with bachelor's degree had Leadership IQ of six roles on 

average, but the connector role was on high average. Most of the administrators 

who with higher bachelor' s degrees had Leadership IQ scores of seven roles on 

average, but the connector role was superior and the evaluator role was on high 

I average. 

I 
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Table 15 Means and Standard Deviation of Leadership IQ Classified by Status 

Leadership IQ 
Religious (n=34) Not married (n=55) Married (n=130) 

x S.D Interpretation x S.D Interpretation x S.D Interpretation 

1 .  The Selector 1 .9 1  1 . 14 A 2.09 1 .04 A 2 . 1 9  1 . 1 8  A 

2. The Connector 2 . 9 1  0.87 s 3 .05 0.78 s 2.75 0.96 HA 

3 .  The Problem Solver 1 .50 0.62 A 1 .3 5  0.67 A 1 .48 0.63 A 

4. The Evaluator 2.62 0 .99 A 2.89 0.94 HA 2.4 1 1 . 1 0  A 

5 .  The Negotiator 1 .50 0.99 A 1 .47 1 . 1 7  A 1 .3 8  0.97 A 

6. The Healer 1 .88 1 . 1 5  A 1 .73 1 .03 A 1 .64 0 .97 A 

7. The Protector 2.88 1 . 1 5 HA 2.02 1 .03 A 1 .96 0.97 A 

8 .  The Synergizer 1 . 1 8  0.72 A 1 .40 0.66 A 1 .34 0.9 1 A 

Total 1 5 .68 3 . 5 3  A 1 5 . 5 8  3 .00 A 1 4 .66 2 . 86 A 

The results from the table 1 5  indicated that administrators of al l status had an average of Leadership IQ scores in the 

range of demonstrating partial knowledge (A= l 5 .68, 1 5 .58  and 1 4 .66). Leadership IQ was considered in other roles. It was 

found that most of the religious administrators had 6 roles on average, one role was superior (Connector) and another role on 

high average (Protector). Most of the administrators who are singles and married had Leadership IQ of 6 roles on average, but 

as for not married people, they were superior in the connector role and were on high average in the evaluator role . And the 

married people were on high average in the connector role. 
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Table 16  Means and Standard Deviation of Leadership IQ C lassified by Gender 

Leadership IQ 
Male (n=lOO) Female (n=l l9) 

x S.D Interpretation x S.D Interpretation 

1 .  The Selector 2.24 1 .2 1  A 2.03 1 .08 A 

2. The Connector 2.75 0.9 1  HA 2.94 0.90 s 

3 .  The Problem 1 .42 0.65 A 1 .47 0.62 A 

Solver 

4. The Evaluator 2.49 1 . 1 4  A 2.62 0.98 A 

5 .  The Negotiator 1 .4 1  1 .06 A 1 .44 0.99 A 

6. The Healer 1 . 57 1 .03 A 1 .8 1  0.99 A 

7. The Protector 2.37 1 .05 A 1 .9 1  1 .03 A 

8. The Synergizer 1 .29 0.89 A 1 .36 0.77 A 

Total 1 4 .93 3.27 A 1 5 . 1 5  2.83 A 

The results from the tab le 1 6  indicated that administrators, both males 

and females, the average of Leadersh ip IQ scores was in the range of demonstrating 

partial knowledge as a whole (A= 1 4.93 and 1 5 . 1 5) .  

When the leadership  IQ was considered in other roles, i t  was found that 

most of the male administrators had Leadership  IQ of seven roles in the range of 

average. The connector role was on high average in male. Most of the female 

administrators had Leadership IQ of seven roles in the range of average, whereas 

their connector role was superior. 
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Tuble 17 Mc1111s and Standard Deviation or Leadership IQ Classified by School 

Types 

l.tadership Boy Schools (11•75) Girl Schools (0=88) Co educational Schools 
(n=56\ 

IQ x s.o In tcrprcto ti on x s.o Lntcrpretut ion x S.D Interpretation 

I The 2.12 1.08 A 2.10 1 .06 A 2.16 1.35 A 
Selector 
rz The 2.77 0.95 llA 2.97 0.89 s 2.79 0.89 llA 
Cunn�ctor 

, )  The 1.36 0.69 A 1 .45 0.59 A 1.55 0.63 A 
Problem 

� Solver � - . -

J The 2.61 1.06 A 2.65 I .OS HA 2.36 1.05 A 
[1nluu1or 

,_ - -

,! TI1e 1.35 1.07 A 1 .50 0.97 A 1 .41  1.04 A 
'"-\e�tlntor 

-

6 ll1e llealcr 1.76 0.98 A l.74 l .07 A 1.55 0.97 A 
-

· The 2.40 1.04 A I.SJ 1.0 I A 2.20 1.07 A 
Pmt�ttnr 
i Th� 1.37 0.87 A 1.34 0.79 A 1.25 0.8� A 
Srn�rgill:r 

-

Total 1 5 . 1 5  3.14 A 15.20 2.90 A 14.68 3.10 A 

The results from the rnble 17 indicated that administrators in all thri:e 

school type� had the average or Leadership IQ in the range or demonstrating partial 

knowledge as a whole.{A=l5.15, 15.20 and 14.68). 

When the leadership IQ was considered in other roles. it was found that 

most of the male administrators working at boy schools and co·cduca1io11al schools 

had Lcader.;hip IQ of seven roles in the range o f  awrage. The only connecLor role 

was on high average. Mos1 or the female administrators working at girl schools had 

Leade rship IQ of six roles in the range of average. The evaluator role was on high 

average, whereas the connector role was superior. 
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2. Comparison of the Profiles 

From table 1 8  to 24 showed the comparison Leadership IQ Profiles of 

Salesian administrators analyzed and classified by school type, status, education, 

and gender as follows: 

Table 18 Comparison of the Average of Leadership IQ Classified by School Type 

Sum of Df Mean F Sig. 

Squares Square 

The Between Groups . 1 1 8  2 .059 .045 .956 
Selector Within Groups 283 .553 2 1 6  1 .3 1 3  

Total 283 .67 1 2 1 8  

The Between Groups 1 . 851  2 .926 1 . 1 1 4 .330 
Connector Within Groups 1 79.473 2 1 6  .83 1 

Total 1 8 1 .324 2 1 8  

The Between Groups 1 .209 2 .604 1 .50 1 .225 
problem Within Groups 86.937 2 1 6  .402 
Solver Total 88. 1 46 2 1 8  

The Between Groups 3 . 1 94 2 1 .597 1 .433 .24 1 
Evaluator Within Groups 240.723 2 1 6  1 . 1 1 4  

Total 243 .9 1 8  2 1 8  

The Between Groups .967 2 .483 .46 1 .63 1 
Negotiator Within Groups 226.540 2 1 6  1 .049 

Total 227.507 2 1 8  

The Healer Between Groups 1 .602 2 .801 .777 .46 1 
Within Groups 222.508 2 1 6  1 .030 
Total 224. 1 1 0 2 1 8  

The Between Groups 1 3 .63 1 2 6.8 1 5  6.365* *  .002 

Protector Within Groups 23 1 .282 2 1 6  1 .07 1 
Total 244.9 1 3  2 1 8  

The Between Groups .509 2 .255 .372 .690 
Synergizer Within Groups 1 47.8 1 9  2 1 6  .684 

Total 1 48.329 2 1 8  

Leadership Between Groups 1 0.528 2 5 .264 .571 .566 
IQ Within Groups 1 99 1 .9 1 9  2 1 6  9.222 

Total 2002.447 2 1 8  
** p < 0.0 1  
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Table 1 9  Comparison o f  the Average o f  Protector's Role in Pairs 

School Type Boy Girl Co-ed 

( X =2.40) (X =1 .83) ( X  =2.20) 
Boy 

- 0.57* 0.20 

Girl 
- - -0.37 

Mixed 
- - -

* p < 0.05 

The results from tables 1 8  and 1 9  indicated that the average of 

Leadership IQ as a whole was classified by school type, there was no significant 

difference (F = 0.57) 

When leadership was considered in other roles, it was found that the 

protector role classified by school type was different. It is of 99% significant 

difference (F = 6 .365) 

When comparing the average of leadership IQ in pairs of the protector's 

role, it was found that it was significantly different in pairs, boy and girl schools 

with 95% of reliability. 

Girl schools' administrators displayed lower protector role when compared 

with boy schools and co-educational schools. 
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Table 20 Comparison of the Average of Leadership IQ Classified by Position 

Sum of df Mean F Sig. 
Squares Square 

The Between Groups 2.522 2 1 .26 1  .969 .381 
Selector Within Groups 28 1 . 1 50 2 1 6  1 .302 

Total 283.67 1 2 1 8  
The Between Groups .49 1 2 .246 .293 .746 
Connector Within Groups 1 80.833 2 1 6  .837 

Total 1 8 1 .324 2 1 8  
The Between Groups 1 .24 1 2 .620 1 .542 .2 1 6  
problem Within Groups 86.906 2 1 6  .402 
Solver Total 88. 1 46 2 1 8  
The Between Groups 4.470 2 2.235 2.0 16  . 1 36 
Evaluator Within Groups 239.447 2 1 6  1 . 1 09 

Total 243 .9 1 8  2 1 8  
The Between Groups 1 .492 2 .746 .7 13  .49 1 
Negotiator Within Groups 226.01 4  2 1 6  1 .046 

Total 227.507 2 1 8  
The Healer Between Groups .624 2 .3 1 2  .301 .740 

Within Groups 223 .486 2 1 6  1 .035 
Total 224. 1 10 2 1 8  

The Between Groups 26.836 2 1 3 .4 1 8  1 3 .290** .000 
Protector Within Groups 2 1 8.078 2 1 6  1 .0 10  

Total 244.9 1 3  2 1 8  
The Between Groups 1 . 1 09 2 .554 .8 14  .445 
Synergizer Within Groups 147.220 2 1 6  .682 

Total 148.329 2 1 8  
Leadership Between Groups 1 8 . 1 86 2 9.093 .990 .373 
IQ Within Groups 1 984.26 1 2 1 6  9. 1 86 

Total 2002.447 2 1 8  
** p < 0.0 1 
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Table 21 Comparison of the Average of the Protector's Role in Pairs 

Position 
Level I Level II Level III 

( X =2.83) ( X  =2.16) ( X  =t .83) 
Level l 

- 0.67* 1 .00* 

Level II 
- - 0.33 

Level III 
- - -

* p < 0.05 

The results from tables 20 and 21 indicated that the average of Leadership 

IQ as a whole was classified by positions, it was not significantly different (F = 

0.99). 

When leadership IQ was considered in other roles, it was found that there 

was the only role, the protector role classified by position was significantly different 

with 99% of reliability (F = 1 3 .29). 

When comparing the average of leadership IQ was considered in pairs of the 

protector's role, it was found that it was significantly different in two pairs, the first 

level and the second levels of the department heads with 95% of reliability. 
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Table 22 Comparison of the Average of Leadership IQ Classified by Status 

Sum of df Mean F Sig. 
Squares Square 

The Between Groups 2 . 1 98 2 1 .099 .843 .432 
Selector Within Groups 28 1 .473 2 1 6  1 .303 

Total 283.671 2 1 8  

The Between Groups 3 .629 2 1 .8 1 5  2 .206 . 1 1 3  
Connector Within Groups 1 77.695 2 1 6  .823 

Total 1 8 1 .324 2 1 8  

The Between Groups .779 2 .389 .963 .383 

problem Within Groups 87.367 2 1 6  .404 
Solver Total 88. 1 46 2 1 8  

The Between Groups 9. 1 5 1  2 4.574 4.2 1 0  .0 1 6  
Evaluator Within Groups 234.767 2 1 6  1 .087 

Total 243 .9 1 8  2 1 8  

The Between Groups .529 2 .264 .25 1  .778 
Negotiator Within Groups 226.978 2 1 6  1 .05 1 

Total 227.507 2 1 8  

The Healer Between Groups 1 .663 2 .832 .808 .447 

Within Groups 222.446 2 1 6  1 .030 
Total 224. 1 1 0  2 1 8  

The Between Groups 23.594 2 1 1 .797 1 1 .5 1 4** .000 
Protector Within Groups 22 1 .3 1 9  2 1 6  1 .025 

Total 224.9 1 3  2 1 8  

The Between Groups 1 .080 2 .540 .792 .454 
Synergizer Within Groups 1 47.249 2 1 6  .682 

Total 1 48.329 2 1 8  

Leadership Between Groups 48. 5 1 7  2 24.258 2.682 .07 1 
IQ Within Groups 1 953 .93 1 2 1 6  9.046 

Total 2002.447 2 1 8  

* *  p < O.D l 

Table 23 Comparison of the Average of the Protector's Role in Pairs 

Status 
Religious Not married Married 

( X  =2.88) (f =2.02) ( X  =t.96) 

Religious 0.87* 092* 

Not married 
- - 0.06 

Married 
- -

* p < 0.05 



95 

The results from tables 22 and 23 indicated that the average of 

Leadership IQ as a whole classified by status of administrators was not significantly 

different (F=2.682). 

When leadership IQ was considered in other roles, it was found that there 

was the only role: the protector role classified by status was significantly different 

with 99% ofreliability (F= 1 1 .5 14). 

When comparing the average was considered in pairs of the protector's 

role, it was found that it was significantly different in two pairs for those who are 

religious administrators, and those who are not married as well as for those who are 

religious administrators, and those who got married with 95% of reliability. 

Table 24 Comparison of the Average of Leadership IQ Classified by Education 

Bachelor Higher than t Sig. 

Leadership IQ de�ree Bachelor 

x S.D. x S.D. (t) (2-tailed) 

1 .  The Selector 2.2 1 1 . 1 6  1 .85 1 .06 2 .02* 0.045 
2. The Connector 2 .82 0.93 2.96 0.84 -0.98 0.3 3 1  
3 .  The Problem Solver 1 .43 0.64 1 .50 0.6 1 -0.68 0.497 
4. The Evaluator 2 .52 1 .08 2 .69 0.98 - 1 .02 0.309 
5. The Negotiator 1 .42 0.99 1 .44 1 . 1 3  -0. 1 4  0.887 
6. The Healer 1 .68 1 .0 1  1 .75 1 .03 -0.42 0.677 
7. The Protector 2.03 1 .04 2.40 1 .09 -2 .24* 0.026 
8. The Synergizer 1 .33 0.85 1 .33 0.76 0.02 0.985 

Total 1 4.98 3 . 1 2  1 5 .29 2.75 -0.65 0.5 1 8  
* p < 0.05 

The results from table 24 indicated that the average of leadership IQ of 

administrators as a whole was classified by education. There was no significant 

difference (t = -0.65). 
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When leadership IQ was considered in other roles, it was found that there 

was the only role, the protector role with the average of those who had higher 

bachelor's degree than those who had bachelor's degree significantly with 95% of 

reliability (t = -2.24). 

Table 25 Comparison of the Average of Leadership IQ Classified by Gender 

Leadership IQ 
Male Female t Sig. 

x S.D. x S.D. (t) (2-tailed) 

1 .  The Selector 2.24 1 .2 1  2.03 1 .08 1 .39 0. 1 66 
2. The Connector 2.75 0.9 1 2.94 0.90 - 1 .55 0. 1 23 
3 .  The Problem Solver 1 .42 0.65 1 .47 0.62 -0.59 0.559 
4. The Evaluator 2.49 1 . 14 2.62 0.98 -0.92 0.359 
5 .  The Negotiator 1 .4 1  1 .06 1 .44 0.99 -0. 1 9  0.846 
6. The Healer 1 .57 1 .03 1 .8 1  0.99 - 1 .73 0.085 
7. The Protector 2.37 1 .05 1 .9 1  1 .03 3 .29** 0.001 
8. The Synergizer 1 .29 0.89 1 .36 0.77 -0.64 0.525 

Total 1 4.93 3.27 1 5 . 1 5  2 .83 -.054 0.592 
** p < 0.0 1 

The results from table 25 indicated that the average of Leadership IQ as a 

whole which was classified by gender. There was no significant difference (t - -

0.45). 

When leadership IQ was considered in other roles, it was found that there 

was the only role, the protector role with the average of more male administrators 

than the female ones significantly with 99% ofreliability (t = 3 .29). 
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3. Best Practices 

From the tables 26 to 27 and graphic presentation showed the best 

practices in percentage of three administrative levels classified by school type as 

follows: 

Table 26 Best Practices in Three Administrative Positions Classified by School 

Type 

Type School' Name Chosen Position Percentage 

I Boy Schools. 

1 .  Saint Dominic (87) 
Level 1 Rector 74.7 1  
Level 2 Academic Affairs 3 1 .03 
Level 3 Head of Mathematics 26.44 

2. Don Bosco Bangkok (50) 
Level 1 Rector 64 
Level 2 Student Activity Affairs 54 
Level 3 Head of Social Studies 32 

3 .  Don Bosco Ratchaburi ( 57) 
Level 1 Rector 52.63 
Level 2 Academic Affairs 64.91 
Level 3 Head of Career 49. 1 2  

4. Sarasit Phithayalai ( 1 1 6) 
Level 1 Rector 50.86 
Level 2 Student Activity Affairs 30. 1 7  
Level 3 Head of Mathematics 26.72 

5. Saeng Thong Vitthaya (8 1 )  
Level I Principal 54.32 
Level 2 Maintenance Division 46.91 
Level 3 Head of Science 1 8.52 

II Girl Schools 

1 .  Nareevitthaya (66) 
1 . 1 Level 1 Rector 68. 1 8  
1 .2 Level 2 Academic Affairs 40.90 
1 .3 Level 3 Head of Science 28.79 
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Type Name of the Schools Chosen Position Percentage 

2. Nareewut (89) 

2 . 1  Level 1 Principal 59.55 

2.2 Level 2 Academic Affairs 29.2 1 

2.3 Level 3 Head of Science 38.20 

3 .  Thidanukau (53) 

3 . 1  Level 1 Rector 45.28 

3 .2 Level 2 Human Resource 37.74 
3.3 Level 3 Department 28.30 

Head of Mathematics 
4. Saint Mary (70) 

4. 1 Level I Manager 60 

4.2 Level 2 Student Activity Affairs 30 

4.3 Level 3 Head of Science 27. 1 4  

5. Mareeupphathem ( 46) 

5 . 1  Level 1 Principal 93.48 

5.2 Level 2 Policy & Planning Affairs 26.09 

5 .3 Level 3 Head of Foreign 47.83 

Languages 

III Co- educational Schools 

1 .  Arnn Vitthaya (65) 

Level 1 Principal 1 00 

Level 2 Student Activity Affairs 55.38 

Level 3 Head of Career 20 

2 .  Hun Hin Vitthayalai (81)  

Level 1 Rector 50.62 
Level 2 Student Activity Affairs 64.20 

Level 3 Head of Science 34.57 

3. Don Bosco Surath (73) 

Level 1 Rector 57.53 

Level 2 Student Activity Affairs 49.32 
Level 3 Head of Science 3 1 . 5 1  

4. Don Bosco Vitthaya (74) 
Level 1 Rector 74.32 
Level 2 Academic Affairs 58. 1 1 

Level 3 Head of Science 22.97 
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The results from table 25 showed the following highlights: 

1 .  The highest percentage of boy schools were Rector (7 4. 7 1  ), 

Academic Affairs (64.9 1 )  and Department Head of Career and Technology 

(49. 1 2) . 

2. The highest percentage of girl schools were Rector( 68 . 1 8), 

Academic Affairs (40.90) and Department Head ofForeign Languages 

(47.83). 

3. The highest percentage of co- education schools were Principal ( 1 00), 

Student Activity affairs (64.20), Department Head of Science (34.57). 

4. The lowest percentage ( 1 8.52) of boy schools was the Department Head of 

Science. 

5. The lowest percentage (26.09) of girl schools was the Policy and Planning 

Affairs. 

6. The lowest percentage (22 .97) of co- education schools was the Department 

Head of Science. 
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Table 27 The Total Points of Leadership IQ of Administrators Classified by Type 

and Level 

Administrators 1 2 3 4 5 6 7 8 Total 

Boy Schools 
Level I I 3 1 2 2 1 2 0 12 
Level 2 2 3 1 3 1 4 3 1 18 

Level 3 3 4 1 2 0 1 2 2 15 

Girl Schools 
Level 1 3 4 1 3 2 1 2 2 18 
Level 2 1 2 2 2 4 3 2 2 18 
Level 3 1 3 1 4 2 2 1 2 16 

Co-educations 
Level 1 3 4 2 2 1 3 5 1 21 
Level 2 3 3 1 2 1 I 2 I 14 
Level 3 1 3 1 4 3 2 1 2 17 

Total 18 29 1 1  24 16 18 20 13 149 

The results from the table 26 showed the total points of Leadership IQ 

classified by type and level. 

Best Practices 

Boy Schools 

Type 1 /Level 1 

5 

4 

3 

I 
2 

I I I I 

II II II 0 

• Rector (SDB) 

role! role2 role3 role4 roles role6 role7 role8 

Figure 6 The Leadership IQ Profile of Rector 
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Type 1 /Level 2 

5 

4 

3 

I I I 
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0 
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Figure 7 The Leadership IQ Profile of Academic ·Affairs 

Type 1 /Level 3 

5 

4 

3 

I 
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I I I 
• Head of Career and Technology 

0 I I 
rolel  role2 role3 role4 role5 role6 role? role8 

Figure 8 The Leadership IQ Profile of Department Head of Career and Technology 
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Best Practices 

Girl Schools 

Type 2 /Level 1 

5 

4 

3 

I I 
2 

I I I 
• Rector(FMA) 

0 I I 
role!  role2 role3 role4 role5 role6 role7 role8 

Figure 9 The Leadership IQ Profile of Rector 

Type 2 /Level 2 
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Figure 10 The Leadership IQ Profile of Academic Affairs 
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Type 2 /Level 3 

5 

4 

3 

I 
2 

I I I 
• Head of foreign Languages 

0 I I I 
role l role2 role3 role4 role5 role6 role7 role8 

Figure 1 1  The Leadership IQ Profile of Department Head of Foreign Languages 

Best Practices 

Co-educational Schools 

Type 3 /Level 1 
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I 
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• Principal (SDB) 

rolel role2 role3 role4 role5 role6 role7 role8 

Figure 12  The Leadership IQ Profile of Principal 
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Type 3 /Level 2 

5 

4 

3 

I I 
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I I 
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Figure 13 The Leadership IQ Profile of Student Activity Affairs 

Type 3 /Level 3 

5 

4 
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I I 
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I I 
• Head of Science 
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Figure 14 The Leadership IQ Profile of Department Head of Science 

From the above tables 25, 26 and figures 6 to 14 showed the results of 

selecting the best practices of all the levels of administrators classified by school 

type, level, percentage and points. 
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Table 28 Comparison of the Average of Leadership IQ between the Groups of 

Religious Administrators of the Best Practices 

Religious Best T Sig. 

Leadership IQ 
Group (36) Practice's 

Group (3) 

x S.D. x S.D. (t) (2-tailed) 

1 .  The Selector 1 .92 1 . 1 1  2 .33 1 . 1 5  -0.60 0.60 1 
2. The Connector 2.89 0.85 3 .67 0.58 - 1 .54 0. 1 33 
3. The Problem Solver 1 .53 0.6 1 1 .33 0.58 0.53 0.597 
4. The Evaluator 2 .64 0.96 2 .33 0.58 0.54 0.593 
5 .  The Negotiator 1 .47 0.97 1 .67 0.58 -0.34 0.736 
6.  The Healer 1 .8 1  1 . 1 7  1 .67 1 . 1 5  0.20 0.857 
7.  The Protector 2 .83 1 . 1 6  3 .00 1 .73 -0.23 0 .8 1 8  
8 .  The Synergizer 1 . 1 9  0.7 1 1 .00 1 .00 0.44 0.660 

Total 1 5 .56 3 .47 1 6 .33 5 .03 -0 .36 0.7 1 9  

The results from Table 2 8  indicated that the average o f  Leadership I Q  as 

a whole between the groups of religious administrators and the best practices was 

not significantly different (t - -0 .36) . 

When leadership IQ was considered in other roles, it was found that there 

was no significant difference in every role. 
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Table 29 Comparison of the Average of Leadership IQ between the Groups of 

Department Heads and the Best Practices 

Group of Group of t Sig. 

Leadership IQ 
Department Best Practice 
Heads (lO) 3) 

x S.D. x S.D. (t) (2-tailed) 

1 .  The Selector 2 . 1 1  1 .06 2 .00 1 .00 0. 1 8  0 .86 1 
2. The Connector 2.89 0.94 3 .67 0.58 - 1 .42 0 . 1 58 
3 .  The Problem Solver 1 .37 0.64 1 .33 0.58 0.09 0 .930 
4. The Evaluator 2.68 1 .09 3 .00 1 .00 -0.50 0.6 19  
5 .  The Negotiator 1 .34 0.97 1 .33 1 .53 0.0 1 0.995 
6. The Healer 1 .65 1 .0 1  1 .67 0.58 -0.02 0.982 
7. The Protector 1 .83 0.9 1 1 .67 0.58 0.3 1 0.755 
8 .  The Svnergizer 1 .32 0.85 1 .67 0.58 -0. 7 1  0 .480 

Total 1 4.78 3 .01  1 5 .67 0.58 -0.5 1 0 .6 1 4  

The results from Table 2 9  indicated that the average o f  Leadership IQ 

as a whole between the groups of department heads and the best practices was not 

significantly different (t = -0.5 1 ) .  

When leadership IQ was considered in other roles, i t  was found there 

was no significant difference in every role. 
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Table 30 Comparison of the Average of Leadership IQ between the Groups of 

Administration Staff and the Best Practices 

Group of Group of t Sig. 

Leadership IQ 
Administration Best 

Staff (82) Practices (3) 

x S.D. x S.D. (t) (2-tailed) 

I. The Selector 2.23 1 .25 2 .00 1 .00 0.32 0.752 
2.  The Connector 2 .79 0.9 1 2.67 0.58 0.24 0.8 1 4  
3 .  The Problem Solver 1 . 5 1  0.63 1 .3 3  0.58 0 .48 0.63 1 
4. The Evaluator 2 .38 1 .05 2.33 0.58 0.07 0.942 
5. The Negotiator 1 .5 1  1 . 1 0  2 .00 1 .73 -0.74 0.462 
6. The Healer 1 .7 1  0.95 2.67 1 .53 - 1 .69 0.095 

7. The Protector 2 . 1 6  1 .05 2.33 0.58 -0.29 0.775 
8.  The Synergizer 1 .40 0 .84 1 .33 0 .58 0. 1 4  0.889 

Total 1 5 . 1 7  2 .84 1 6.67 3 .2 1  -0.89 0.374 

The results from table 30 indicated that the average of Leadership IQ as a 

whole between the groups of administration staff and the best practices was not 

significantly different (t = -0.89). 

Leadership IQ was considered in other roles, it was found that there was 

no significant difference in every role. 

Consensus from the Connoisseurship 
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On April 8, 2009 from I to 2 .45 pm. at C-Building, Assumption 

University, Bangkok. The researcher presented the proposed development model 

of a strategic plan to experts (see in Appendix L) in order to review and to give 

suggestions about it. The given recommendations were concluded as the following 

consensus: 

1 .  The One Day Retreat is good enough to change people' behaviors in 

three- year- plan through providing programs and doing activities. 

2 .  Put more details on the Retreat Program such as the follow up plan. 

3. The Retreat should be applied to daily process and integrated with 

regular activities of the group. 

4. Put the indicators in the Model. 

5. In Chapter IV should start from vision and mission statements, and the 

development model should be focused on awareness, enhancement and 

follow up. 

6. Pre-train the trainers 
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Validated Strategic Plan to Enhance Leadership IQ for 

Administrators in Salesian Schools, Thailand 

Prologue to the Strategic Plan 
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In order to develop the model, the researcher emphasized the high and 

the low dimensions of administrators' leadership IQ of self assessment, including 

the effects of education, status and gender as a result of the survey. 

1) IQ Profiles of Salesian School Leadership 

The results of the research findings indicated that the three levels of 

administrators had the IQ Profiles of Salesian School Leadership as follows: 

a) Level I :  Most of the religious administrators 

- The connector role was on high average and superior and the other roles 

were on average. 

b) Level 2 :  Most of the administrator staff 

-: The connector role was on high average and the other roles were on 

average. 

c) Level 3: Most of the Department heads 

- The connector and the evaluators' roles were on high average, and the 

others were on average. 
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Regarding the education 

a) Those who got bachelor's degrees had high average in the connector 

role, and the other roles were on average. 

b) Those who got higher than bachelor's degrees were superior in the 

connector role and on high average in the evaluator role, but the other 

roles were on average. 

Regarding the status 

a) Those who are religious were superior in the connector role and were 

on high average in the protector role, but the other roles were on the 

average. 

b) Those who are singles were superior in the connector role and were 

on high average in the evaluator role, but the married ones had the 

connector role on high average, and the other roles were on average. 

Regarding the gender 

a) Most of the male administrators had the connector role on high 

average, and the other roles were on average. 

b) Most of the female administrators were superior in the connector role 

, and the other roles were on average. 
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Regarding the school types 

a) Most of the male administrators working at boy schools and co­

educational schools had the connector role on high average and the other roles are in 

the average. 

b) Most of the female administrators working at girl schools had the 

evaluator role on high average and the connector role was superior, but the other 

roles were on average. 

Conclusions of Finding: 

1 .  Most administrators had the connector role at the high level, and the 

other roles were on average. 

2. Regarding the education, higher degrees were at the high level in the 

connection role. 

3. Regarding the status, religious, married and singles had the same high 

level in the connector role, and other roles were on average. 

4. Regarding the gender, male and female had the same high level in the 

connector role, and the other roles were on the average. 

5. Regarding the school types, male administrators working at boy 

schools and co educational schools had the connector role on high average, but the 

female ones working at girl schools had the evaluator role on high average, and the 

connector role was superior. 
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Therefore, those administrators who have not high level in their 

Leadership Roles could be improved and trained by those who have at the higher 

level or the other experts. 

2) Related Principles and Theories to Strategic Plan 

Fiedler's Contingency Model (1972) 

Fiedler ( 1 972) suggested that leader effectiveness depended on whether 

the person's  natural leadership style matched the situation and how much power and 

influence that the leader possessed in a particular situation. The two styles of 

leadership that Fiedler assumed was the relationship oriented leader, who is 

concerned with people and establishes mutual trust and respect, and a task - oriented 

leader who is focused primarily on accomplishing tasks. 

Leadership style would be affected by the following three factors 

(McShane and Glinow 200 1) :  

4. Leader - member relations - the degree to  which employees trust and 

respect the leader and are willing to follow him I her. 

5 .  Task structure - the clarity or ambiguity of operating procedures 

6. Position power - the extent to which the leader possesses legitimate, 

reward and coercive power over subordinates. 

Combining the tree situational characteristics creates eight leadership 

situations as shown in the following table: 
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Table 31 Fiedler's Classification of Situations and Leadership Styles 

Description of the Situation 

Type Leader - Member Task Power Effective Leadership 

Relation Structure Position Behavior 

I Good Structured Strong Task - oriented 

II Good Structured Weak Task oriented 

III Good Unstructured Strong Task oriented 

IV Good Unstructured Weak Relations - oriented 

v Poor Structured Strong Relations - oriented 

VI Poor Structured Weak Relations - oriented 

VII Poor Unstructured Strong Either 

VIII Poor Unstructured Weak Task oriented 

Source: Adapted from "The Effects of Leadership Training and Experience: A 
Contingency Model Interpretation." (Administrative Science Quarterly, 1 972) 

Situation "I" is most favorable to the leader because leader - member 

relations are good, task structure is high, and leader position power is strong, while 

"VIII" is most unfavorable because leader - member relations are poor, task 

structure is low, and leader position power is weak. 

Relationship-oriented leaders are more effective in situations of 

moderate favorability while task--oriented leaders are move effective when the 

situation is in the extremes of highly favorable or unfavorable. This is due to the 

fact that in favorable situations when things are going wonderfully, all that is needed 
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is someone to take charge. In unfavorable situations, having someone take charge is 

actually required. For moderate situations, human relations skills are important in 

achieving high group performance. The following Figure shows a summary of 

Fiedler's model: 

Highly Moderately Highly 
Favorable Favorable unfavorable 
Task-motivated leaders Relationship- motivated Task-motivated leaders 
perform better when the leaders perform better perform better when the 
situation is highly when the situation is situation is highly 
favorable. moderately favorable. unfavorable. 

• Group members • A combination of • Group members 
and leader enjoy favorable and and leader do not 
working together. unfavorable enjoy working 

• Group members factors. together. 
work on clearly • Group members 
defined tasks. work on vaguely 

• Leader has formal defined tasks. 
authority to control • Leader lacks 
promotions and formal authority to 
other rewards. control promotions 

and other rewards. 

Rationale: Rationale: Rationale: 

Working from a base of Followers need support In the face of mutual 
mutual trust and relative from leader to help them mistrust and high 
certainty among followers cope with uncertainties uncertainty among 
about task and rewards, about trust, task, and/or followers about task and 
leader can devote primary rewards. rewards, leader needs to 
attention to getting the job devote primary attention 
done. to close supervision. 

Figure 15 Fiedler' s Contingency Model Summary 

Vroom-Jago Contingency Model (1999) 

The Vroom-Jago Model assumes that the leader faces a problem that 

requires a decision to be made (Daft, 1999). Making that decision could be done by 
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the leader alone, by consulting subordinates, or by group decision. The five leader 

decision styles are described below (Vroom and Jago, 1 988). Autocratic leadership 

styles are AI and All, consulting styles are CI and CII, and the group decision style 

is G: 

AI: Autocratic style of Problem Solving. The leader defines problem, 

diagnoses problem, generates, evaluates and choose among alternative solutions. 

All: Autocratic Style with Group Information Input. The leader defines 

the problem. Although the leader diagnoses the cause of the problem, the leader 

may use the group as an information source in obtaining data determine cause. 

Using his or her list of potential solutions, the leader may once again obtain data 

from the group in evaluation of these alternatives and make a choice among them. 

CI: Individual Consultative Style. The leader defines the problem and 

shares this definition with individual members of the work group. The leader 

solicits ideas regarding problem causes and potential solutions. The leader may also 

use these individuals expertise in evaluation of alternative solutions. Once this 

information is obtained, the leader makes the choice of which alternative solution to 

implement. 

CII : Group Consultative Style. Same as CI, except the leader shares his 

or her definition of the problem with the group as a whole. 

G: Participative Style. The group as a whole proceeds through the entire 

decision making process. The group defines the problem and performs all other 

functions as a group. The role of the leader is that of process facilitator. 
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Degree of Symbol Decision-making style 
subordinate 
participation 

None AI Autocratic leader 
� � 

You solve the problem or make the decision yourself, 
using information available to you at that time. 
You obtain the necessary information from your 
subordinate, then decide on the solution to the problem 
yourself. You any not tell your subordinates what the 

Low problem is in getting the information from them The role 
played by your subordinates in making the decision is 
clearly one of providing the necessary information to you, 
rather than generating or evaluating alternative solutions. 

Moderate CI Consultative leader 

You share the problem with relevant subordinates 
individually, getting their ideas and suggestions without 
bringing them together as a group. Then you make a 
decision that may or may not reflect your subordinates 
influence. 

Moderate CH You share the problem with your subordinates as a group, 
collectively obtaining their ideas and suggestions. Then 
you make a decision that may or may not reflect your 
subordinates influence. 

High Gii Group directed 

You share problem with your subordinates as a group. 
Together you generate and evaluate alternatives and 
attempt to reach agreement (consensus) . on a solution, 
Your role is much like that of a chairman. You do not try 
to influence the group to adopt "your" solution and you 

� , 
are willing to accept and implement any solution that has 
the support of the entire group. 

Figure 16  Vroom-Jago Leadership Continuum 
Source: V.H. Vroom and Arthur G. Jago, The New Leadership: Managing 
Participation in Organizations, 1988 

Another principal of a decision making which leadership style to utilize 

depends on eight factors (Daft 1 999) : 

1 .  Quality requirement (QR) - How important is the quality of this decision? 

2. Commitment requirement (CR) - How important is subordinate 

commitment to the decision? 
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3 .  Leader 's information (LI) - Does the leader have sufficient information to 

make a high quality decision? 

4. Problem structure (ST) - Is the decision problem well structure? 

5 .  Commitment probability (CP) If the leader were to make the decision, is 

it reasonably certain the subordinated would be committed to the 

decision? 

6. Goal congruence (GC) - Do subordinates share the organizational goals 

to be attained in solving the problem? 

7. Subordinate conflict (CO) Is conflict over preferred solutions likely to 

occur among subordinates? 

8. Subordinate information (SI) Do subordinates have enough information 

to make a high - quality decision? 
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Moreover, when each of the above questions is answered, a leader can 

use the decision tree below to make a decision on leadership style: 

OR Quality requirement: 
How important is the technical quality of this decision? 

CR Commitment requirement: 
How important is subordinate commitment to the decision? 

LI Leader's information: 
Do you have sufficient information to make a high-quality decision? 

ST Problem structure: 
Is the problem well structured? 

CP Commitment probability: 
If you were to make the decision by yourself, is it reasonably certain that 
your subordinate(s) would be committed to the decision? 

GC Goal congruence: 
Do subordinates share the organizational goals to be attained in solving 
this problem? 

SC Subordinate conflict: 
Is conflict among subordinates over preferred solutions likely? 

SI Subordinate information: 
Do subordinates have sufficient information to make a high-quality 
decision? 

Figure 17 Vroom-Jago Decision Tree for Determining Leadership Style 
Source: V.H. Vroom and Arthur G. Jago, The New Leadership: Managing 
Participation In Organizations, 1988 

Goleman's Leadership Model (2000) 

Goleman's (2000) developed the following descriptive leadership styles, 

according to how a person thinks and feels with mutual trust as follows: 

I. Democratic ("What do you think? '') 

This is the "democratic" style of leadership where leaders build trust and 

commitment by soliciting ideas and opinions. Morale and productivity would rise 

with this method. A drawback would be the extra time that the method requires, as 

well as the problem of using consensus to avoid making a decision. 
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2. Affiliative ("How do you feel? '') 

He calls this the "affiliative" style, as the leader tries to seek out his 

employees' emotional concerns, offer plenty of praise, and gives workers freedom in 

doing their jobs. The result is fierce loyalty. This style is particularly effective for 

rebuilding teamwork, trust and morale, but it can leave the workers who need some 

direction feeling insecure and unsure of which direction to turn, so it is best used in 

combination with the authoritative style. 

Democratic Style (Scholl, 2002) 

The democratic leadership style, also called the participative style as it 

encourages employees to be part of the decision making, is characterized by a 

structured but cooperative approach to decision making. The democratic leaders 

keeps subordinate informed about things that affect their work and shares decision 

making and problem solving responsibilities with them. This type of leadership style 

fosters professional competence. Supervision is minimal, since individuals talk the 

responsibility for their behavior. Subordinates are encouraged to express their ideas 

and make suggestions. 

The democratic leadership style encourages employee participation and 

professional growth and is well suited in environments where people have a very 

high level of expertise. The democratic leadership style promotes greater job 

satisfaction and improved morale and can produce high quality and high quantity 
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work for long periods of time, since may employees appreciate the trust they 

receive. Typically the democratic leader: 

1 .  Develops plans to help employees evaluate their own performance 

2. Allows employees to establish goals 

3. Encourages employees to grow on the job and be promoted 

4. Recognizes and encourages achievement. 

Socio-Emotional Leaders (Scholl, 2002) 

The socio-emotional leader' s main objective is maintaining quality 

relationships with group members. Relationship building behaviors include: support 

by making the followers feel that they are important to the success of the team, 

bolstering a subordinate's self concept through positive feedback and recognition of 

skills and worth, providing assistance and guidance when needed, taking time to 

listen to the followers' problem: development by helping followers to analyze there 

own performance and skills, showing concern for the development of the followers, 

promoting person's reputation, and developing skills for future jobs; recognition of 

significant achievement important contributions, and high effort, showing true 

appreciation, empowering followers, and seeking advice from followers; and 

conflict management by keeping conflicts de-personalized, attempting to develop 

win-win solutions, and recognizing the interest and points of view of followers by 

the development of shared objectives. 
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The Intelligent Leadership Model (Rost, 1991 & Gardner, 1993) 

Gamer ( 1993) has defined intelligence as follows: "An intelligence 

entails the ability to solve problems or fashion products that are of consequence in a 

particular cultural setting or community". Sydanmaanlakka (2003) has made his 

own definition of intelligence: Intelligence means the capacity to use different kinds 

of competencies in various domains of body, mind, emotion and spirituality in order 

to solve problems or create products in a particular cultural setting. 

The intelligent leadership model is based on the postindustrial paradigm 

which is said to be replacing the industrial paradigm in the next ten years (Rost 

1 993). The major characteristics of the industrial paradigm according to Rost 

( 1 99 1 )  are: 1 )structural functionalistic view of the organizations, 2) view of 

management as the preeminent profession, 3) a personalistic focus on the leader, 4) 

a dominant objective of goal achievement, 5) a self-interested and individualistic 

outlook, 6) a male model of life, 7) a utilitarian and materialistic ethical perspective, 

and 8) rational, technocratic, linear, quantitative and scientific language and 

methodology. 

The intelligent leadership model is also based on the system theory and 

system thinking. System thinking is a discipline for seeing wholes. The essence of 

system thinking is based on two issues: seeing interrelationships rather that linear 

cause-effect chains and seeing processes of change rather than snapshots. 

Leadership is seen as a wider process, which takes place in an organization. In that 

process there are many variables which all affect each other. With system thinking 
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we try to clarify and really see the key interactions in this process and this way 

discloses the essence of leadership. 

Intelligent leadership is a shared and collaborative process. It is a process 

that should be taught not only to leaders, but also to followers. The premise of 

intelligent leadership is that it must be practiced by both, the so-called leaders and 

the so-called followers. Intelligent leadership means putting people to work together 

efficiently. It is not manipulation. It is not management. Rather it should energize 

our employees and organizations. 

Leadership Principles in Salesian Mission (Vigano,1984) 

I .  The Lord made clear Don Bosco ( 1 8 1 6- 1 888) that he was to direct his 

mission first and foremost to the young, especially to those who are poorer. We 

(Salesian administrators) are called to the same mission and are aware of its supreme 

importance: young people are at the age when they must make basic life -choices 

which affect the future of society and of the Church. With Don Bosco we reaffirm 

our preference for the young who are "poor, abandoned and in danger", those who 

have greater need of love and evangelization, and we work especially in areas of 

greatest poverty. (Constitutions, No.26). 

2. Don Bosco has handed on to us has Preventive System as a means for 

carrying out our educational and pastoral service. "This system is based entirely on 

reason, religion and loving kindness" (MB XIII, 9 19). Instead of constraint, it 

appeals to the resources of intelligence, love and the desire for God, which everyone 
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has in the depths of his being. It brings together educators and youngsters in a 

family experience of trust and dialogue. Imitating God's patience, we encounter the 

young at their present stage of freedom. We then accompany them, so that they may 

develop solid convictions and gradually assume the responsibility for the delicate 

process of their growth as human beings and as men of faith. (Constitutions, No.38) 

The Strategic-Planning Process of Leadership Roles (3 years) 

The following Strategic Planning Process consists of 1 1  stages, 

responsible persons and the outputs. This plan is a practical tool for improvement 

and development of Leadership Roles and Skills for administrators. There are three 

steps for on going development as follows: 

Steps 1-3: Awareness 

Step 4: Enhancement 

Steps 5-11 :  Follow up 
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Table 32 Stages in the Strategic Plan for Salesian Administrators 

Stages Responsible Entities Outputs 

1 .  Preplanning • Development Plan • Objectives 
Committee (DPC) • Meeting outline 

• Tentative activities 
• Desired outputs 

2. Meeting Logistics • Development Plan • Data, coordinator, venue, 
Committee (DPC) select-expert facilitator 

3. Adoption of Model and • Development Plan • Meeting conditions 
Design of Retreat committee and facilitator Retreat agenda 

4. The One-Day Retreat (see • Salesian Administrator • Strategic Issues 
the proposed program) Development (SAD) • Potential activities 

• Strategic alternatives 
(bundles) 

5. Bundle Composition • Set up-the subcommittee • Retreat report 

6.Bundle Grading ( I )  • SAD Department and • Evaluation criteria and 
facilitator voting 

7. Scenarios Definition • Member of the • 4 scenarios (one for each 
Development Plan bundle) 
Committee 

8. Bundle Grading (2) • SAD Department and • Selecting a preferred 
facilitator bundle (was not achieved 

this round) 

9. Scenarios' Champions • School Department • Scenarios analysis and 
members scenarios presentation 

10. Bundle Grading (3) • SAD Department and • Selecting a preferred 
facilitator bundle 

1 1 . Development Plan • SAD Department • Tasks/responsibilities/ 
dates. 

From the above mentioned prologue of research findings together with 

theoretical foundations in alignment to the Salesian Mission, the strategic plan 
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focuses on the core elements of "One-Day Retreat Program" where activities are to 

be organized in the way that specific IQ of administrators may increase significantly 

. The following training activities are designed to enhance each of the 8 IQ roles. 

principles: 

The ''One Day Retreat Program" will be organized with the following 

1 .  This plan is a three year plan and based on vision and mission. 

2. This whole plan focused on awareness, enhancement and follow- up. 

3. It will be organized two times in a year (in May and in October) 

4. Four topics per day require at least two experts to give the inputs and 

to do activities according to its goal. 

5. The trainers should be well-trained first. 

6. Evaluation is required after the retreat. 

7. During the year, the school principal or an assigned administrator in 

each school should follow up their own administrators. (Ongoing 

improvement). 
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The One-Day Retreat Program 

1. The Role of the Selector. 

Theoretical Basis: Two theories are utilized in these development activities. 

They are stated with specific conversation contributing to the desired outcomes 

as follows: 

1. Vigano (1984), basic life relating to choices, morality and altruism. 

2. Vroom-Jago (1988), sharing relating to decision and agreement. 

Both of the principles are in alignment with the development of talking 

and dialogue. 

Goal: To select the right people/teachers. 

Tool : Focused Questioning 

1 )  Prompt the candidate/teacher to speak spontaneously. 

2) Track his/her early experiences. 

3) Let the candidate/teacher do the talking. 

Group-discussion: 

• You, as administrators want to know the new teachers individually, 

what method should you do? 

Suggestions: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
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2. The Role of the Connector. 

Theoretical Basis: Two theories are utilized in these development activities. 

They are stated with specific connections contributing to the desired outcomes as 

follows: 

1 .  Fiedler (1972), human relationship-oriented relating to mutual trust and 

respect. 2. Daft (1999), a decision making relating to commitment requirement 

between leader and subordinate. 

Both of the principles are in alignment with the development of mutual 

understanding and trust. 

Goal: To build and to enhance relationships. 

Tool: The following Connection Ladder is one tool that can be used to avoid 

and assess problems with in relationships towards schools or individuals. 

t- Commitment: Mutual understanding and trust. 

t- Empowerment: Encouraging and reining for caring the other person to take on 

as much responsibility. 

t- Empathy: Sharing and understanding the other person's needs. 

-t Involvement: Listening and responding to the other person's  words, 

disposition, and concerns. 

t- Awareness: Recognizing the other person's special characteristics and needs. 

Group-discussion:  

• You, as administrators, want to build unity and responsibility to your 

administration team, what method should you do? 

Suggestions . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
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3. The Role of the Problem Solver 

Theoretical Basis: Two theories are utilized in these development activities. 

They are stated with specific making the decision contributing to the desired 

outcomes as follows: 

I. Vroom-Jago (1999), solutions related to using autocratic and group 

consultative styles of problem solving. 

2. Goleman (2000), solving problems related to soliciting ideas and opinions. 

Both of the principles are in the alignment with the development of 

discovering, defining and solving problems. 

Goal: To solve problems that arise or to produce results. 

Tool: The Problem-solving process. 

1 )  Gathering data. 

2) Quickly identify problems. 

3) Pinpoint problems and solve an immediate problem. 

Group-discussion: 

• When you have found that some of your teachers have conflicts with 

the service-employees. As a leader, what method should you do to 

solve problems? 

Suggestions: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
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4. The Role of Evaluator 

Theoretical Basis: Two theories are utilized in these development activities. 

They are stated with specific performances and skills contributing to the desired 

outcomes as follows: 

I. Fiedler (1972), feedback related to task-oriented and the clarity of operating 

procedures. 

2. Scholl (2002), success or achievement related to showing concern for the 

development of the followers and promoting them to achieve goals. 

Both of the principles are in alignment with the development of 

promoting person's reputation through performance appraisals. 

Goal: To enhance individual performance. 

Tool: Diagnoses of levels of service and use of performance appraisals are to 

create improvement strategies so there are 5 purposes in evaluation. 

1 )  Define the purpose, what and why of evaluation 

2) Increase responsibility for outstanding performance 

3) Involve each individual teacher/staff 

4) Guide and teach to develop potential 

5) Serve those who serve through positive reinforcement 

Note: Worksheet will be provided. 

Group-discussion:  

• When you have to evaluate all people involved in your schools, what 

are the evaluation process areas? 

Suggestions: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
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5. The Role of Negotiator 

Theoretical Basis: One theory is utilized in these development activities. It is 

stated with specific service contributing to the desired outcomes as follows: 

Vroom-Jago (1998, 1999), a group decision relating to attempting to reach 

agreement (consensus) for the entire group and willing to accept and implement 

any solution that has supported all people concerned. 

This principle is alignment with the development of serving by 

enriching agreement on what the others need. 

Goal: To serve the customer by achieving consensus on what needs to be 

done. 

Tool : Consensus negotiation. (The Customer needs Analyzer) 

I )  Pursue a negotiation strategy of customer first 

2) Define the challenge to the customer 

3) Identify customer needs 

Technical needs 

User needs 

Strategic needs 

Social needs 

4) Create a synergistic solution seek consensus 

Group-discussion: 

• You, as administrators, are going to make an agreement between your 

school and a company about setting up computer systems, what 

method should you do? 

Suggestions: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
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6. The Role of Healer 

Theoretical Basis: Two theories are utilized in these development activities. 

They are stated with specific associate contributing to the desired outcomes as 

follows: I. Vigano (1984), educational service relating to loving-kindness and 

religion. 

2. Vroom-Jago (1988), consulting and defining relating to alternative solutions. 

Both of the principles are in alignment with the development of 

recognizing and helping others. 

Goal: To mend the fabric of organizational life. 

Tool: The healing process (The healing needs analyzer) 

1 )  Recognize the need for healing 

2) Explain the diagnosis to the associate 

3) Define the healing challenge to the associate 

4) Find an effective solution 

Note: Indicators will be provided. (Behavior/Attitude/Physics) 

Group-discussion: 

• When you have found that some of your teachers are not happy and 

despaired, what is your process of healing? 

Suggestions: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
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7. The Role of Protector 

Theoretical Basis: Two theories are utilized in these development activities. 

They are stated with specific protections contributing to the desired outcomes as 

follows: 

1. Mcshane and Glinow (2001), action and welfare related to supportive­

oriented. 

2. Scholl (2002), professional growth related to fostering and encouragement 

professional competence. 

Both of the principles are m alignment with the development of 

managing crisis and assessing conflict. 

Goal: To discover and respond to threats to organizational well-being. 

Tool: Risk assessment and conflict management. 

1 )  Anticipate the risk 

2) Assess the risk with the Risk Assessment Guide. (identify the type of 

risk and where it comes from) 

3)  Plan to take charge 

4) Learn from the risk 

5) Manage conflict 

Note: See the risk assessment guide 

Group-discussion: 

• When you have found that your service employees did not receive 

social welfare from the state, what should you do in order to protect 

them? 

Suggestions: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
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8. The Role of  Synergizer 

Theoretical Basis: Two theories are utilized in these development activities. 

They are stated with transformation contributing to the desired outcomes as 

follows. 

Rost and Gardner (1991, 1993), intelligence related to the systematic 

theory and systematic thinking. Systematic thinking is a discipline for seeing 

wholes. This system based on seeing interrelationships rather than linear cause­

effect chains and seeing processes of changes instead of snapshots. 

These principles are in alignment with the development of collaboration 

and integration of vision. 

Goal: To create a whole greater than the sum of its parts. 

Tool: The Synergizer Process. 

Choices for Change 

Entropy 
Passive 
Denial of reality 
Avoidance 
Disconnection 

Group-discussion: 

Synergy 
Collaboration 
Self-determination 
Integration of vision and reality 
Whole greater than the sum of its parts 

Feel Good Change 
Accommodative 
Submissive 
Safe 
Little potential for impact 

Crisis-Driven 
Change 

Hostile 
Defiant 
Overreaction 

• When you want to appoint all administration staffs position for the new 

school year, what should you do? 

Suggestions: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
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Epilogue 

Theories, principles and models are the essential tools for development 

and improvement of leadership skills. In practice, we need to make a strategic plan 

for implementation and putting it into practice. 

In this study, the researcher proposes a three-year planning to achieve 

the Salesian mission in educating students diverse academic, cultural, religious, 

racial and ethnic backgrounds, especially for the poorer ones.(Vigano, 1 984) This 

challenge confronts those involved with Catholic education and all educators as 

well. Thus, we need to prepare leaders or administrators who are deeply spiritual, 

servant-like, prophetic, visionary and empowering (Oldenski, 1 997). 

This plan will be a kind of knowledge management (knowledge-

sharing) across the fourteen Salesian schools. These schools will be likely to have 

programs and exchanging programs (network) among themselves regarding 

Leadership IQ and skills organized by the administrators themselves or other 

experts. 
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CHAPTER V 

CONCLUSION OF RESEACRH FINDINGS, 

DISCUSSION AND RECOMMENDATIONS 

1 3 5 

As for the purpose of developing of the Strategic Plan to enhance 

Leadership IQ for administrators in Salesian Schools, the researcher has summarized 

the results according to the objectives, scope of the study, a conceptual framework 

of the study, research procedures, research findings, implications, discussions and 

recommendations as follows: 

Objectives of the Study 

1 .  To identify the profiles of Leadership IQ of Salesian Educational Administrators. 

2. To compare the profiles of the different administrative levels. 

3. To ascertain the best practices in three levels classified by school types, positions, 

status, education and gender. 

4. To design a strategic plan to enhance Leadership IQ to the level of best practices 

in Salesian Schools. 

Scope of the Study 

This study is focused on the Salesian schools. They consist of fourteen 

institutions, both academic and technical ones all over Thailand. There are three 
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types among them. The first type is boy school. The second type is girl schools. 

And the third type is co-educational school. 

A Conceptual Framework of the Study 

Figure 1 in chapter 1 ,  it shows a conceptual framework which is like the 

compass leading to develop the Strategic Plan of Leadership IQ for administrators in 

Saleasian Schools. The focused population of this study are educational 

administrators who are divided into three levels. The first level consists of a group 

of religious administrators. The second level is a group of administration staff. And 

the third level is a group of department heads. 

In order to achieve the goal, there are two main factors related to this 

study as the followings: 1 )  Reviewing literature: educational theories and principles 

on Leadership including thesis and dissertations concerned. 2) Searching the profiles 

of Leadership IQ of Salesian administrators in three levels by means of doing self 

assessment that based on 8 roles: the selector, the connector, the problem-solver, the 

evaluator, the negotiator, the healer, the protector and the synergizer. 

The information and data of the above two factors were analyzed, 

compared and contrasted to each other in determining the best practices in each level 

of each school, including the effects of position, status, education and gender. The 

results enable us to know the profiles of administrators and the best practices in 

terms of effective leadership roles. 
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The research findings of this study are beneficial to administrators. I t  is 

needed to design the Strategic Plan (as a model) in order to enhance and develop 

leadership roles of Salesian administrators in the changing environment. 

Research Methodology 

This research is quantitative methodology. This study aims to develop a 

strategic plan of Leadership IQ for administrators that is applicable to Salesian 

Schools in Thailand. This process is divided into three stages as follows: 

Stage 1 :  Documentary Research 

Stage 2 :  Process of Model Development 

2 . 1  Instrumentation 

2.2 Sampling Design, Data Collection and Analysis 

2.3 Conceptualization of the Model 

Stage 3 :  Development Model judged by experts 

Research Findings: IQ Profiles of Salesian School Leadership 

The results of the research findings indicated that the three levels of 

administrators had the IQ Profiles of Salesian School Leadership as follows: 

a) Level 1 :  Most of the religious administrators 

- The connector role was on high average and superior and the other roles 

were on average. 

b) Level 2: Most of the Administrator staff 
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- The connector role was on high average and the other roles were on 

average. 

c) Level 3 :  Most of the Department heads 

- The connector and the evaluators' roles were on high average, and the 

others were on average. 

Regarding the education 

a) Those who got bachelor' s degrees had high average in the connector 

role, and the other roles were on average. 

b) Those who got higher than bachelor's degrees were superior in the 

connector role and on high average in the evaluator role, but the other 

roles were on average. 

Regarding the status 

a) Those who are religious were superior in the connector role and were 

high average in the protector role, but the other roles were on 

average. 

b) Those who are singles were superior in the connector role and more 

on high average in the evaluator role, but the married ones had the 

connector role on high average, and the other roles were on in 

average. 

Regarding the gender 
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a) Most of the male administrators had the connector role on high 

average, and the other roles were on average. 

b) Most of the female administrators were superior in the connector role 

and the other roles were on average. 

Regarding the school types 

a) Most of the male administrators working at boy schools and co­

educational schools had the connector role on high average, and the other roles were 

on average. 

b) Most of the female administrators working at girl schools had the 

evaluator role in high average and the connector role was superior, but the other 

roles were on average. 

Conclusions of Finding: 

1 .  Most administrators had the connector role at the high level, and the 

other roles were on average. 

2. Regarding the education, those with higher degrees were at high level 

in the connection role. 

3 .  Regarding the status, religious, married and singles had the same high 

level in the connector role, and other roles were on average. 

4. Regarding the gender, male and female had the same high level in the 

connector role, and the other roles were on average. 
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5. Regarding school types, male administrators working in boy schools 

and co educational schools had the connector role on high average, but the female 

ones working at girl schools had the evaluator role on high average, and the 

connector role was superior. 

Therefore, those administrators who have not high level in their 

Leadership Roles could be improved and trained by those who have at the higher 

level or the other experts. (See the Program in the Strategic Plan in Chapter 4) 

Discussions 

The results of this research have been summarized according to the 

following four points: 

1. Most administrators have the h igh level of leadership IQ in the connector 's role. 

2. Most administrators have the average of Leadership IQ in the other roles. 

3. The educational background of the administrators affect the role of connector and 

other roles. 

4. Gender does not affect leadership roles. 

From the findings, the role of connector of the administrators both 

religious and lay people in three levels is a higher level than other roles, but the 

other seven roles are in the average; namely, the selector, the problem solver, the 

evaluator, the negotiator, the healer, protector and the synergizer. The role of the 

connector is one of the eight roles of leadership. In fact all of these roles that are 

associated with Leadership IQ provide a new model for success. (Murphy, 1 996) 
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However; the researcher would like to emphasis that the role o f  connector aims to 

enhance and to build relationships. The role of the connector is strongly based on 

relationship-oriented, leader-member relations, and team management. 

In the researcher's view, the leadership role of the connector should be 

the highlight of discussion, and all of the eight roles of leadership should be 

developed towards the higher level. 

The results of this research support the importance and distribution of 

intelligent leadership or leadership IQ. The result will help school administrators to 

build good management and increase effective administration in order to achieve 

their goals in personal and working life. Correspondingly, being an intelligent leader 

has become a crucial factor that enables administrators to improve their performance 

at work. 

Gardner ( 1 993 ), defined intelligences: the capacity to use different kinds 

of competencies in various domains of body, mind, emotion and spirituality in order 

to solve problems or create products in a particular cultural setting. The intelligent 

leadership model is also based on the system theory and system thinking (Senge 

1 990). System thinking is a discipline for seeing wholes. The essence of system 

thinking is based on two issues: seeing interrelationships rather than liner cause­

effect chains and seeing processes of change rather than snapshots. Leadership is 

seen as a wider process, which takes place in an organization. In that process there 

are many variables which all affect each other. With system thinking we try to 
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clarify and see the key interactions in this process and which discloses the essence of 

leadership. 

Intelligent leadership is a shared and collaborative process. It is a process 

that should be taught not only to leaders, but also to followers. The premise of 

intelligent leadership is that it must be practiced by both, the so-called leaders and 

the so-called followers. Intelligent leadership means putting people to work together 

efficiently. It is not manipulation. It is not management. Rather it should energize 

our employees and organizations. 

From the above explanations, intelligent leadership is the capacity to 

express interrelationships with mind, head, heart and hands to achieve the goals. 

This kind of leadership is related to the role of the connector. Therefore, there is an 

association between the intelligent leadership and the role of the connector. 

Another significant dimension of leadership IQ taken from the research 

studies reveal that emotional intelligence is twice as important as any other factor in 

predicting outstanding employee performance, accounting for more that 85% of star 

performance in top leaders (Goleman, 1 998). Emotional intelligence is the ability to 

manage oneself and one 's relationship effectively. From this point of view, one 

concludes that emotional intelligence deals with the role of the connector. 

Relationship building is related to self-awareness, self management, 

social awareness and social skills. This is the main concept of intelligent leadership 

that relates to relation building which is the role of the connector. Moreover; Scholl 

(2002), defined the role of effective leader: maintaining quality relationships with 
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group members. Relationship building behaviors include: support (showing 

acceptance, positive regard, and concern for the needs of others) by making the 

followers feel that they are important to the success of the team, bolstering a 

subordinate's  self concept through positive feedback and recognition of skills and 

worth, providing assistance and guidance when needed, taking time to listen to the 

follower's problems and showing empathy, and being willing to help solve 

followers' problem. 

From the book of Leadership IQ, Murphy ( 1 996), emphasizes the effective 

connector's role as a connection ladder. The process of building connection starts 

from awareness, involvement, empathy, empowerment and commitment as follows: 

1 .  Awareness: Recognition of individuality 

• Recognizing the other person' s  special characteristics and needs 

• Adjusting behavior to the other's presence and personality 

• Recognizing the other person's  fundamental worth 

2. Involvement: Focus of full attentions 

• Actively listening and observing 

• Putting distractions aside when interacting with another person 

• Responding to the other person's words, disposition, and concerns 

3. Empathy: Emotional nurturing 

• Walking in the other person's shoes without putting them on 

• Sharing and understanding the other person 's  needs 

• Demonstrating genuine concern and caring 



4. Empowennent: Sharing of control 

• Giving and receiving infonnation; providing options 

• Reinforcing the other person' s  inner strength and resources 
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• Encourging the other person to take on as much responsibility as is 

reasonably possible 

5. Commitment: Meaningful relationship 

• High level of mutual understanding and trust 

• Significant personal bonding 

• Effective collaborative effort 

The above connection ladder is called relationship styles. This style is 

related to the studies on cultural differences between individualism and collectivism 

(Hofstede, 1 997), indicated that Thailand is a collectivist country with an 

individualism index (IDV) scores of only 20. It means Thai people have 

relationships with others at the high level. People in that country from birth onward 

are cohesive in-groups. The interest of the group prevails over the interest of 

individual. Everyone in the society should sacrifice their own interests for the sake 

of group. People in collectivist countries have close ties with family and community. 

They are often responsible for each other. The concept of collectivism is based on 

human relation.ships. 

Building relationships and trust to others are important parts of culture. In 

other words, culture shapes human relations in various way. Every country has own 
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culture. Human relationships also are part of Thai culture. It is one of the Thai 

characteristics. This kind of characteristics exists in a collectivist society. That why 

Thai leadership style is based on building human relationships and trust to others. 

This kind of leadership style relates to the role of the connector. 

Another effective perspective of this findings showed that educational 

degrees affect to Leadership Role on the Connector. According to Murphy ( 1 996), 

referring to the meaning of leadership intelligence is as follows: "The degree to 

which a leader is able to use the faculty of reason- the ability to learn from 

experience, to otherwise acquire and retain knowledge and to respond successfully 

to new situations- to guide or show others to an effective course of action and 

thought" (Webster's  New World Dictionary, 1 990). This means that intellectual 

knowledge and abilities (higher educational level) are the important tools to fully 

show the way, to guide and to help others. From this point of view, it can be 

concluded that the educational degrees affect the role of the connector. 

From the researcher' s  view, Catholic education, Catholic schools included 

with Salesian schools have the same vision and mission, that is aimed to deal with 

human knowledge, ethical perspectives, virtues characteristics, social justice and 

culture. The Catholic schools are committed thus to development of the whole man, 

since in Christ, the perfect man, all human values find their fulfillment and unity. 

Catholic education has as its very purpose the proclamation of the Gospel and the 

challenge to help young people integrate faith into their daily life. This new 

evangelization includes both the aspects of the role of faith in life and a new 
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commitment in our culture to celebrate diversity, to be welcoming to new 

immigrants, and to be concerned for the poor of our own country as part of the 

proclamation of the transforming power of the Gospel. (Oldenski, 1 997). The new 

evangelization which is a deepening of faith in the Gospel as the power which can 

transform the world. This is the mission statement of Catholic education and 

Catholic schools. From this point of view, the researcher would say that the mission 

of Catholic education and schools are concerned and related with human relations in 

various dimension. 

Therefore; Catholic and Salesian schools are committed to educate and to 

serve students and people of diverse economic, cultural, religious, racial and ethnic 

backgrounds. Catholic schools are called to be catalyst social change based on the 

Gospel. In other words, leadership in and on behalf of Catholic schools is deeply 

spiritual, servant like, prophetic, visionary and empowering. This is the great 

mission and the challenging role of Catholic education and schools in the past and in 

the world today. 

For this reason, it requires Catholic leaders or school administrators 

should be effective or qualified not only in the role of the connector with others, but 

other '"oles of leadership are needed as follows: ( 1 )  the role of the selector: leaders 

should know how to select or to put the right person in the right place doing the right 

job at the right time. (2) the role of the problem solver: leaders should know how to 

discover, define and solve problems in the front lines of service. (3) the role of 

evaluator: leaders should know how to define and to enhance performance criteria 
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for individuals, teams and organizations. ( 4) the role of the negotiator: leaders 

should know how to identify and to serve people by achieving consensus on what 

needs to be done. (5) the role of the healer: leaders should know to recognize the 

signs, identify the stressors, identify changes in the life situation, identify the 

problems, take action and evaluate results. 6) the role of the protector: leaders 

should know how to crises that threaten to tear people and organizations apart with 

patience and perseverance, provide the bet protection for them, and prepare them to 

approach the possibility of crisis as an opportunity for growth. (7) the role of the 

synergizer: leaders know how to provide a larger structure within which individuals 

and teams come together to achieve a hole grater than the sum of its parts, in other 

words, leaders know to plant the seeds for the future by achieving in the present. 

(Murphy, 1 996). 

In summary, leadership IQ increases intellectual knowledge and skills 

towards the effectiveness of leadership roles with human relations and emotional 

intelligence. To achieve the setting goals, the leadership roles should be connected 

or emerged together by the use of heads, hearts and hands. Good leaders use the 

head for thinking and planning, use the heart for guiding and consoling, and use the 

hand for sharing and helping with actions. 

To achieve the assigned mission and tasks at work, Catholic educators 

and Salesian administrators are to be active in activating their intellectual 

knowledge, emotional intelligence and human relationships at the higher levels. 

Since emotions are powerful organizers of thought and action, they come to the aid 
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ofleadership IQ when one needs to solve important problem or make a key decision. 

Emotional intelligence has been determined as an indispensable activator and 

enhance of intellectual prowess (Cooper and Sawaf, 1 997). Many previous studies 

concluded that leadership IQ is a necessary condition but emotional intelligence is a 

sufficient condition to make a performance star at work (Goleman, 200 1 ). In 

reality, no action comes only from cognition, it is emerged by emotional and human 

relation factors. 

However, to achieve the vision and mission, all the eight roles of 

leadership are needed and they are associated to each other. These leadership roles 

based on intellectual knowledge, emotional intelligence and human relationships. 

Challengingly, in the world of globalization and information technology today, these 

leadership roles could be the effective tools to serve all kind of people efficiently. 

Leaders should integrate all of them together, since they could increase that 

leadership IQ by providing a new model that virtually any leader in any organization 

can use with confidence. 

Recommendations 

Getting administrators to perform at their best is very important for any 

educational administration. Since the research found that the enhancement of human 

relationships is an integral part of leadership IQ in the Thai cultural context, it is 

necessary to give administrators support and assistance about the above for richer 
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understanding for their working life in order to help them achieve their goals in their 

personal and professional life. 

Recommendations for Further Research 

Leadership IQ has been emphasized for years as an important factor in 

the success of personal and professional lives. However, the significant amount of 

amount of controversy surrounding intelligent leadership supports the need for 

further research. (Sydanmaanlakka, 2003). The researcher would like to recommend 

further studies in leadership IQ and administrator performance as follows: 

• This research has found no significant differences between religious 

administrators and the other two levels regarding the IQ leadership profiles 

of leadership roles. More research is required to investigate the above. 

• Also this research has found no significant differences between status and 

genders regarding the Leadership IQ profiles of administrators. More 

research is required to investigate the above. 

• It would be beneficial to investigate the relationship between Leadership IQ 

and other aspects such as emotional intelligence, moral intelligence and 

leadership qualities. 

• It is necessary to determine and to develop the Leadership IQ Self­

Assessment for administrator in different levels. 

• It would be useful to know the Leadership IQ on the eight roles' profiles of 

administrator in each school and in the different levels of Salesian schools. 
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• It would be meaningful to compare Leadership IQ on the eight roles' profiles 

of administrator between the Salesain Schools and other Catholic schools. 

• It would be challenging to know "Best Practices" of administrators in three 

levels of fourteen schools. 

• In one way or another, the differences in cultures and social contexts may 

affect the process of investigating leadership IQ. 

• Concerning leadership roles, it would be meaningful to determine the 

approaches, strategic plan and methods to improve leadership IQ of 

administrators such as team-building, intellectual training application, 

performance feedback and motivation. 

Recommendations for Application 

Based on the findings of the study, regarding leadership IQ profiles of 

the three levels of administrators, the mean score are still low in the role of the 

selector, the role of the negotiator and also in other roles were more or less in the 

same scores (middle and low). It is still strongly recommended for the 

administrators to improve their leadership IQ, especially in the dimension of 

intellectual knowledge and skills. Therefore, first of all the researcher should 

present the research results to the Salesian Provincial Council of Thailand in order to 

put the program in the annual plan. In the same time the researcher should present 

and share his research findings to the Commission on Education of the Salesian 

Society in order to provide instructors with programs and activities such as training 
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courses, seminars, workshops, and conferences in leadership intelligence. They also 

should be offered opportunities to participate in activities such as academic 

conferences and workshops, including administration exchange programs among 

Salesian schools, and school visits both in country and abroad to enhance their 

intellectual experience and skills. 

Administrators should motivate themselves and the initiatives, for 

example, by being willing to take responsibilities above and beyond their stated 

tasks, especially during the difficult times of crisis and change. They are suggested 

to build rapport and high trust relationships not only in their personal life but also 

across the entire school and all Salesian schools to be involved in all channels of 

communication. Further more, it would be beneficial if they could take full and 

immediate advantage of informal highly adaptive ad hoc networks and teams to 

create break-thoughts. 

Administrators especially religious administrators should keep on-going 

professional development in accordance with the needs of students and society. 

They need to be lifelong learners to keep their knowledge and skills up-to-date. 

Further studies is a very important task parallel with administration that any 

effective administrator to accomplish. The findings of this research determined that 

the intellectual skills of administrators as a whole were still moderate in comparison 

with other leadership roles. Therefore, it is strongly recommended that the Salesian 

administration develop appropriate policies to encourage further studies such as 

providing administrators with training courses in school administration and 
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management as well as offering them more opportunities to actively participate and 

share knowledge and skills in academic workshops, seminars, and conferences both 

in country and abroad. 

Administrators who are both young and older and with less working 

experience should be offered more opportunities to improve intellectual knowledge 

and leadership skills. Salesian administration also should give more attention and 

assistance to religious administrators because they have lower scores in some 

leadership roles in comparison with the single and the married ones. 
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I would greatly appreciate all the support that you can provide for Bro. Thanad Anan. I 
am confident that his research will contribute greatly to the field of education. Please 
accept my sincere gratitude for your support and much needed assistance in this matter. 

Very truly yours, 

Dr. Sangob Laksana 
Acting Dean, Graduate School of Education 

SL/nr. 

Graduate School of Education 
Tel :  66 2 3004553 ext. 3 7 1 7  
Fax: 66 2 3004 1 43 



Ref: DE 024/2009 

March 3 L 2009 

Dear Sir/Madam, 

JJl11ll'IU1ftUOCiftJ.JiJru 
ASSUMPTION UNIVERSITY 

Bro. Thanad Anan is a Ph.D.  candidate in the Doctor of Philosophy Program in 
Educational Leadership at the Graduate School of Education, Assumption University. 
He is conducting a disse1iation research on "Development of Strategic Plan to Enhance 
Leadership IQ for Administrators in Salesian Schools, Thailand". 

The student would like to invite you to join a meeting (focused group) in order to give 
comments and suggestions on the proposed strategic plaiming for developing 
administrators in Salesian schools. The meeting wil l  be on April 8, 2009 at 1 : 00 p.m. ,  
Room C8 l ,  Coronation Hall (C-Bldg.), Hua Mak Campus of Assumption University. 

Your presence at the meeting will be greatly appreciated. 

Very trnly yours, 

Dr. Sangob Laksana 
Acting Dean, Graduate School of Education 

SL/nr. 

Graduate School of Education 
Tel: 66 2 3004553  ext. 37 1 8, 36 1 0  
Fax: 6 6  2 3004 143  
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Appendix A 

Leadership IQ Self Assessment 

Directions: 
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Please you read each scenario carefully and right on the assessment itself, 

then circle the best of the three choices offered. The scenarios and choices are 

given as follows: 

1 .  You are the Principal/Director for a medium-sized computer technology school, 

and you have decided to terminate one teacher, his name is Sompong, one of your 

assistant teachers. He is considered rude by your other teachers and is not well 

respected by his co-teachers. And to top it all off, his department's performance has 

been steadily worsening over the past ten months. You have tried on numerous 

occasions to help him understand and correct his behavior, but nothing has worked. 

Finally, after evaluation and counseling have failed, you decide to fire him. You call 

him into your office for the termination interview, and say the following: 

a. "Sompong, we need to discuss your termination from the school. 

We've discussed your performance numerous times over the past several months 

and there has been little improvement. Thus, it would be best for all parties if we 

went our separate ways. Stop by personnel on your way out to complete all of the 

appropriate paperwork and pick up your last check." 

b. "Sompong, I 've asked you in to discuss your termination from the 

school . We've discussed your performance numerous times over the past several 

months and there has been little improvement. I 'm not sure if it' s  the situation here 
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or what. I feel that we had agreed upon attainable goals and they haven't been 

reached in a timely fashion." 

c. "Sompong, over the past several months I think I 've been pretty fair 

with you. I 've tried to help you improve and become a team player, but you just 

haven't listened to me, I'm beginning to wonder if maybe there is really a deeper 

problem here. Our teachers and students think you're rude, no one on your team 

really reacts well to you, and I just don't think you're going to cut it as a teacher in 

this school." 

2. You've recently been promoted to head master for a large school. Pomthep 

Jaidee, the school 's assistant head master for the past 20 years, seems to be going 

through a tough time. His performance has fallen way off, and he doesn' t  seem as 

excited about his job as he once was. You decide you need to find some way to 

reengage him and help him tum his performance around. You invite him to lunch 

and after some polite small talk you say: 

a. "Pomthep, you have an excellent record at the school, which makes 

your teaching abilities all the more striking, Would you mind, though, if we set that 

issue aside for a moment and talked about a more basic question-namely, you? 

Where are you with things? How do you feel about your job, other teachers, and 

your relationship with the school?" 

b. "Phonthep, you have an excellent record at our school, which makes 

your parent complaints all the more striking. If you don't mind, I 'd like to review all 
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o f  this decision case by case and see i f  w e  can't figure out what's really going wrong 

in each particular instance." 

c. "Phonthep, you have an excellent record at this school, which makes 

your parent complaints all the more striking. And, because of your history of great 

performance, I need to be very honest with you, I'm concerned when I see 

someone' s  performance decline so sharply. Perhaps it's time we think about 

moving you to a different position. I want to help you get the department head 

position without damaging the overall performance of the school." 

3.  You're the Manager of a large school and you're looking for a new Principal. 

Your first interviewee has worked and taught in different schools for over 20 years, 

When you sit down to interview her, the first thing you say (after she hands you her 

resume and you engage in some obligatory small talk) is: 

a. "Why don't you walk me through your resume and tell me something 

about your specific responsibilities and duties at each of the schools where you have 

worked and taught ?" 

b. "Why don't we just put your resume aside for a few minutes and you 

can tell me a bit about your first-ever work and teaching experience." 

c. "Before we walk through your qualifications, do you have any questions 

about the position you're interviewing for?" 
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4. One of your teachers, Somchai, comes to you to complain about a co-teacher, 

Somsri . After he finishes his complaint, however, he asks you not to mention it or 

do anything about it. You respond: 

a. "Somchai, if you have a problem with Somsri that could possibly affect 

this school, then you've put me in an awkward spot by asking me to not do 

anything. I 'm sorry, but I will have to look into this situation with each of you 

individually." 

b. "Somchai, if that's how you want it, fine. I won't do anything, but 

neither will I hold this against Somsri, I'm not going to tarnish her reputation based 

on hearsay." 

c. "Well Somchai, if you have this problem with Somsri, I 'm afraid I 'm 

going to have to bring you both together to discuss it. I can't have the two of you 

running away from each other and the students suffering because you two can not 

work together. We've got to sit down like adults and straighten this thing out." 

Use the Following Scenario for Questions 5 to 8 

You've just been appointed Principle of a new school just established to implement 

a new teaching educational model program, and you have six months to accomplish 

specific results. The job is not impossible, but it will require quick and decisive 

action. You will have a four people assigned to your team, and their attitudes range 

from enthusiasm to hostility, your first job as the leader is to talk with and motivate 
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each person to achieve the team's goals, although your head master has told you that 

you can, if necessary, remove people from the team. 

5. Suchada, the first person you talk to, is very excited about the project and looking 

forward to starting, she is motivated seeing the school being successful. When you 

ask her how she feels about your tight deadline, she says: "I think we can make it, 

but we've all got to get on board. I know that I 'm ready to go and I'm really looking 

forward to the opportunity to make some good contributions." In response to this 

you say: 

a. "Thanks for the input. It's always good to have such wonderful 

enthusiasm involved in a project. But, remember that we will all have to work 

together as a team on this. We've just got to be mindful of the temptation to go for 

the individual glory." 

b. "Thanks for the input. I'll be letting you know what role you'll be 

playing sometime this week." 

c. "Thanks for the input. It's always good to have such enthusiasm 

involved with a program like this. I 'm looking forward to your playing an important 

role as we go forward." 

6. The second person you meet with is Somboon. He is moderately enthusiastic 

about the project but seems to have some concerns about the deadline. He's always 

been a very dependable person, but he's never been a shining star or a real risk­

taker. When you ask him what his feelings are regarding the tight deadline, he says: 
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"I do like the assignment, but I 'm worried that we might not have enough time to do 

it right. And I 'm not sure we have the resources we need. But, you know, Suchada 

seems to really have a handle on things." In response to this you say: 

a. "Well, that is an interesting concern, but I really think the situation under 

control, and I just know the team is going work out great. I know that Suchada feels 

that way that I do, so why do not talk to her and get her reactions to things before we 

have our first group meeting." 

b. "I understand your concern, but I am very glad you like the assignment. 

I will bet if you and Suchada work together as the core of the team we can make it". 

c. "Thanks for the analysis and the input. Unfortunately, we are all stuck 

with the deadline and the resources. I wish there was something I could do about it, 

but you know the guys upstairs only give us what they think is necessary, not what 

really might be necessary." 

7. The third person you meet with is Ronachai, who lives by the code of the shrug: 

who knows, who cares. He's really indifferent to the project as a whole and doesn't 

seem to want to exert any energy to help it along. When you ask him what his 

feelings are on the tight deadline you all face, he says: "Well, I don' t  know . . .  I 'm 

just not sure It 's not the project so much as the tight-deadline I just don't see how 

it's possible to pull it off in such a short time." In response to this you say: 

a. "I can understand your concern. You've worked with Suchada and 

Somboon, right? They're both pretty optimistic and I think we should get together 
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with them to identify our concerns and prepare an action plan. We'll need to work 

together pretty closely to take advantage of our team potential to reach this goal. It's 

certainly important to all ofus here." 

b. I can understand your concern. Why don't you just go see Suchada and 

Somboon and let them explain thing to you. Tell them all of your concerns and let 

them react. They're really ready to take action and can steer you in the right 

direction." 

c. "I 'm interested to learn more about your reservations. Why don't  you 

walk me through your specific issues one by one and we' ll see which ones we 

should address." 

8. The last person you talk with is Ladda. She is downright hostile to being part of 

this team. When you ask her what her feelings are regarding the tight deadline you 

are all faced with, she says: "Honestly, I think it's impossible. We're being set up to 

fail. I don't feel good about working on this project. Furthermore, I can't see how 

we can possibly pull this thing off." In response to this you say: 

a. "Well, it's certainly your right to feel that way. I think we can succeed 

wonderfully, but if you don't want to be a part of this, you can leave, I ' m  authorized 

to let people go and I think that in your case, this is probably the best thing for 

everyone." 

b. "Well, I appreciate your candor. You know I value your opinion and we 

both know it 's vitally important to build a cohesive team. Would you think about 
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what potential obstacles we ought to watch out for, and prepare a list for discussion? 

I think we need to be very concrete about what we say and do. The stakes are pretty 

high." 

c. "Well, if you were in my position, what would you do? It's all well and 

good for you to just sit there and be a negative influence, but I don't have that 

luxury. So, it you were me, what would you do? We're all stuck in this so we might 

as will accept reality." 

9. You're the Principal of a school. One day, when you are working with only one 

other person, you notice that the office is filled with other teachers and that your one 

teacher is in the back of the room, To correct this, you go and say to them: 

a. "Why are you hanging out back here while the other teachers converse 

with each other? We all have a common goal and walk together through any 

situation. From now on, if anything gets in the way of your serving parents, let me 

know immediately." 

b. "Why are you in the back? Did one of the other teachers say something 

to offend you? Let me know the next time they do something because there is no 

way I ' m letting other teachers dictate how to run things around here. 

c. We are here to work together, to encourage, to help and to teach 

students. Let me know if you have any problems or concerns. 
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10 . lf you bring two or more teachers together to discuss a conflict and you are 

unable to help them reach a consensus initially, the best course of action would be 

to: 

a. Adjourn the meeting for a day or so. 

b. Keep the meeting in session until a consensus is reached. 

c. Adjourn the meeting and decide on a course of action yourself. 

11. You have to conduct an evaluation interview for one of your teachers, Thanom. 

The most effective way to ensure that any improvements you suggest to him are 

taken seriously and actually receive his full attention would be to: 

a. Have you and Thanom fill out an evaluation form rating his 

performance. 

b. Have you alone fill out an evaluation form rating Than om' s 

performance. 

c. Have Thanom alone fill out an evaluation form rating his performance. 

12. When conducting an initial hiring interview, it's best to organize the seating 

arrangements for the interviewer and the interviewee as follows 

a. In an office or conference room and face to face (across a desk or table) 

for a formal, professional feel. 

b. In an office or conference room with the chairs arranged side by side or 

face to face (not separated by a desk or table) in a relaxed, informal fashion. 
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c. Out to lunch or dinner in a friendly, casual setting. 

1 3 .  When undertaking large-scale educational program change, for example, to 

bilingual program: 

a. Take action as soon as a general direction is established and fine-tune as 

you go. 

b. Does a thorough assessment of your current position, then mobilize for 

action? 

c. Do a complete assessment of your current position then don't take any 

action until you have support from everyone in the school. 

1 4 . When you bring two or more teachers together to discuss a conflict, it's most 

effective for you to function in the following role: 

a. Control the discussion and draw very specific bits of information from 

each participant. 

b. Remain hands off-just make sure that the meeting doesn't get too far out 

of hand. 

c. Ask questions and draw information from each participant, but let them 

have some free-flowing discussion between themselves. 

1 5. When conducting hiring interviews, the most useful format for gathering 

information about a number of different candidates is to: 
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a. Use a very structured format, with a list of core questions to be asked of 

each applicant. 

b. Use a format that traces each individual applicant's history as guided by 

questions from the interviewer. 

c. Use a very loose format, allowing each individual applicant to highlight 

his or her most important achievements. 

16. When discussing signs of negative changes in a teacher's performance (such as 

poor concentration, pessimism, lethargy, indecisiveness, falling student 

performance, poor classroom management and so on) it's best to: 

a. Discuss these signs only as they relate to work performance. 

b. Discuss these signs and how they might impact home life, work life, and 

any other areas. 

c. Steer clear of any part of the problems' causes: discuss only how to 

make positive changes to specific behaviors. 

17. A co-worker or subordinate, who you've heard through the grapevine has had 

some very significant personal problems at home for about a month, approaches you 

for advice. Your best response is to: 

a. Listen to his or her problems and then offer counsel and guidance based 

upon your knowledge and experience. 

b. Listen to his or her problems and then offer some possible avenues for 

seeking counsel and guidance from a professional. 
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c. Tell him or her you're probably not the best person to talk to and that he 

or she should go right to a professional for help. 

18 .  When conducting an initial hiring interview, it's best to spend the following 

amount of time listening versus talking: 

a. More time talking than listening. 

b. More time listening than talking. 

c. The same amount of time listening and talking 

Use the Following Scenario for Questions 19 to 22 

You are a school principal, and it is time for you to conduct some annual 

performance appraisals. The first person you speak with is Thanad. Thanad has been 

a relatively steady and good teacher, but he does occasionally communicate a 

sarcastic attitude and has been known to make snide remarks in teacher's meetings. 

1 9. Your best approach in setting up Thanad' s performance appraisal is to: 

a. Arrange one meeting with Thanad: Explain the review process and 

perform his evaluation at this meeting. 

b. Arrange two meeting with Thanad: one to explain the review process, 

and a second to perform the evaluation. 

c. Meet with Thanad and involve him in arranging the evaluation process 

according to his schedule. 
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20. You explain to Thanad, "We're going to evaluate teaching and the specific 

behavior it takes to deliver it. In consultation with some students, other teachers, and 

the board, the school has committed itself to examining distinct categories of 

performance. These are: first, individual service to students: second, service to other 

teachers: third, stewardship, including attendance and efficient use of staff and 

resources: and, last, technical in specific teacher roles." To this, Thanad replies 

sarcastically, "Well, doesn't evaluation really just come down to whether you know 

how to play the game?" You reply: 

a. "Not at all. In fact I 'm a bit surprised that you asked me that. We've 

committed ourselves to a pretty honorable path of commitment to the students and, 

in fact, any political game playing of the sort that you're talking about won't be 

tolerated. You need to think of yourself as being in the front lines of service just like 

a doctor in a hospital. Your service to our students is as important as the doctor's 

treatment of a patient." 

b. " I  don't really think so. Does it seem that way? Because I 've always felt 

that we're like doctors in a hospital. We're responsible for treating our patients with 

the best care possible and giving all of our energy to the patient." 

c. "Good question. You tell me, Thanad. Let's  consider a different setting 

than our own. Say a hospital. Would you want to be in the hands of a brilliant doctor 

who doesn't  show up? Or a nurse who tells you to bite the bullet when you ask for 

pain medication? Or a lab tech who forgets to share information with your physician 

regarding blood tests?" 
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2 1 .  In response to what you've just told him, Thanad continues his sarcastic and 

snide remarks: "I can see what you mean about a hospital, but I'm not likely to kill 

anyone from my chair in this biology lab." You say: 

a. "I see your point, but you may be underestimating your importance to 

the team and our students. Could the results of your tests reveal a health problem for 

the public? If you didn't accurately perform the tests, could our clients sue the 

company for failure to fulfill our responsibilities? If the results were wrong or late, 

would our co-workers be put in a huge jam when preparing reports? What would be 

your answers to these questions, Thanad?" 

b. "Listen, Thanad, we're rapidly reaching the point where your attitude is 

inappropriate and, frankly, insubordinate, I would suggest to you that before going 

any further, you pause and rethink you attitude. I'm going to take a few minutes 

myself before I let this incident unnecessarily color my evaluation of you." 

c. "Thanad, I'm sorry you feel this way, don't you see how important you 

are to the team? Without every one of us giving 1 1 0 percent we're just not going to 

make it' What can I say to convince you that your role is just as important as that 

doctor's role?" 

22. The most defensible evaluation form is: 

a. A very general form with lots of specific notes from the evaluator. 

b. A very specific form with few written notes from the evaluator. 

c. No form at all, with extensive written notes from the evaluator. 



1 73 

23. When your teachers are faced with significant personal problems, the best way 

for you to maintain their performance on the job is to: 

a. Give them a few days off to sort out whatever they need to, but don't let 

them forget that one of the purposes of taking a brief hiatus is to improve their on� 

the-job performance. 

b. Let them sort out whatever they have to on their own time: help them 

maintain a sense of discipline and structure while they're at work. 

c. Give them as much time off as they need to achieve real, long-term 

closure for whatever the issue is. 

24. When addressing performance problems. The starting point for discussion with 

teachers should be the question: 

a. How do you feel? 

b. What are you doing? 

c. Where's the problem? 

25.  If, when undertaking large-scale change, you have a contingent of people who 

are unwilling to participate. Your best course of action is to: 

a. Strive to get them all on board: they could derail your process later. 

b. Isolate them from the people spearheading the change process: make an 

effort to remove them from the school now. 



1 74 

c. Offer them the opportunity to participate, but do not take any significant 

effort to bring them along: focus on the people with positive energy. 

26. The central issue leaders need to address to ensure high levels of teamwork and 

performance is: 

a. The way work is organized. 

b. Performance incentives (financial or other wise). 

c .  Team and interpersonal skills training for employees. 

27. One of your teachers, Thavil, comes to you and says. " Jettana is really screwing 

up on the job. He's messed up lesson plans in the past two days. If something isn't 

done about him soon, we could start getting complaints from parents." You respond 

by saying, "I hear you," to which Thavil angrily replies, " I 've heard that before, Are 

you going to do something or not" you say: 

a. "I understand that you're angry at Jettana. Your job is to teach in an 

orderly way and tell me about any problems you may have. You did that. Now it 's 

my problem. Let me handle my job and you do yours, okay?" 

b. "I understand that you're angry at Jettana. I will speak with him and 

take care of the problem you've just told me about as soon as we're done here." 

c. "Listen, Thavil, this is my problem and I will handle it as I see fit. I will 

not do this on your schedule or anyone else's. I will do what I think is appropriate 
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when I think it's appropriate. And, frankly, if that means I don't take action on your 

allegations. Then so be it"' 

28. As a principal, when you make a mistake it's best to: 

a. Admit your mistake before addressing a solution; it's important to show 

your employees that you're human without unnecessarily weakening your leadership 

position. 

b. Move on quickly without admitting your mistake: once you allow 

yourself to be treated like your employees, you will no longer be regarded as a 

strong leader. 

c. Admit your mistake and address a solution immediately: it' s  important 

that your employees see that not only does everyone make mistakes, but that 

everyone is held accountable to the same principles. 

Use the Following Scenario for Questions 29 to 32 

You're a friend of a school principal and you have found a family looking a house 

for a house to rent in an attractive suburban neighborhood which is close to the 

school. 

29. Your first thing to do is to discuss the details of the renting price with Niphon, 

the present owner of the house. You initiate this discussion by saying, "Niphon, I 

need to be sure I really understand your needs and requirements regarding rent. 
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May I ask, what 's  your bottom line? What must you get?" To this, Niphon says, "As 

much as we can." Your response is: 

a. "Well, we did a number of a market analysis of the area, so we have a 

starting price for rent. But we may be able to sell it for more to a couple I have got 

lined up. Let's highlight the repairs and improvements you have made here and see 

if they go for that. 

b. "Well, let me give you a market analysis we completed which includes 

the rent of a piece of land just up the street. We believe that yours should rent for 

about 1 0,000, Bath per month more because of size and condition." 

c. "Well, believe me, Niphon, you and I share the same concern. We did a 

market analysis of the area and some of the recent rent on the street, but we 

shouldn't limit ourselves to that just yet. Why don't I see where I can get with this 

prospect and we'll see where that takes us." 

30. Next, you have a meeting with the interested couple, Chatchai and Vannee. They 

have two children , ages 1 3  and 16, and as you think about what kinds of 

requirements they might have, you note that the number of bathrooms might be an 

issue. You also know that both parents work full-time and their kids will most likely 

have to spend some time alone at home, so they're probably concerned about the 

safety of the neighborhood. Niphon's house fits the bill in these areas quite nicely 

and you'd like to have Chatchai and Vannee see the house. You get together with 

them for lunch, and after some small talk you say: 
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a. "I've thought about your situation and it seems that you're really going 

to need some basic things addressed. First, because of your two kids, you'll 

probably need a place with good bathroom space. And second, because you both 

work, you'll probably want some assurances that this place is pretty safe. Right?" 

b. "I need to have an understanding of your day-to-day needs to identify 

houses for you to look at. What are your most important considerations?" 

c. "I 've thought about what you might need in a house and I think I 've 

found just the place. It has everything I think you need, and I think it's going to be a 

great fit." 

3 1 .  After discussing some specifics with Vannee and Chatchai, you get the sense 

that Vannee has some concerns other than the physical layout of the house. 

Although she hasn't said so, you sense that she's even more concerned about long­

term issues like the house's resale value. You address this by saying: 

a. "I 'm getting the sense that you have some concerns about the house as a 

financial investment. You don't need to be worried about that because this area is 

just fantastic. We've had great resale values for years and our current market 

analyses don't show any sign of dropping off." 

b. "What is it that you ultimately want to get out of this home? What are 

your real hopes and expectations?" 

c. "I know that you probably have some other areas of concern you'd like 

to address, but can I suggest that we put those on hold until we actually see some 
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homes? I think we want to keep a clear mind about how the house will actually work 

for your living requirements before we address some of the larger issues." 

32. Finally, after you address all of these issues, your conversation starts to wind 

down. Before you formally end your meeting, however, you remember that the local 

school system might be an issue to them. You say: 

a. "Just one more point before we go. The schools around here are really 

quite good and I 'm sure your children will fit in just fine. I haven't seen any kids 

yet that haven't." 

b. "Over the next few days. Why don't you drive around the area and take 

a look at the schools. You'll have a nice time and you can just fit that in at your 

own pace." 

c. "Are there any special needs that you want me to consider in looking at 

houses, such as schools? 

33.  When an organization (Educational institution) is about to undertake any kind of 

significant change (from layoffs to restructuring), the best course of action for senior 

leadership is to: 

a. Decide on the best course of action for the organization, and when 

implementation is under way, involve the front lines bit by bit as needed 

b. Inform the front lines as soon as the need for significant change is 

discovered. Involve the front lines early and often throughout the change process, 
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while keeping firm control of the basic direction in which you want the organization 

to head. 

c. Inform the front lines as soon as the need for significant change is 

discovered. Let the front lines determine the direction the organization should head 

and allow them to share authority in the ultimate decision-making process. 

34. You're the principal of a contract negotiating team for your school and you've 

been charged with resolving some outstanding issues with Ladda, the head of the 

head teacher of the English department. You begin the meeting by saying, ", Ladda 

thank you for the opportunity to meet to address our remaining challenges. What's 

your analysis of our current standing and today' s  objectives?" Her response is, 

"Well frankly, my challenge is  explaining to my people why they should agree to 

anything when they don't know what school 's plans are for the future. If we sign the 

three-year agreement and you agree with , then where are we?" You reply: 

a. "I understand. You're saying that your people don't know why they 

should agree to a plan for their future when they don't know a major piece of the 

plan-namely, the future for the school as a whole. Is that right?. 

b. "Well frankly, Ladda, I 'm not sure you're really getting the big picture. 

Your people don't have much of an option in this case. The executive team is going 

to do whatever they're going to do, regardless of what the other teachers think. 

However, if you want the agreement for as long as it's  good, we'd love to have you 

along." 
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c. "Listen, if you need some other kinds of assurances, I ' ll try to get those 

assurances . We will do whatever we need to do to make the English department 

teacher feel more comfortable with the agreement." 

35. You are approached by one of your teachers who is having a serious problem 

with another of your teachers. The first thing you should do is: 

a. Bring them together to discuss their conflict. 

b. Talk with each person individually to do your own assessment of the 

conflict. 

c.  Stay out of it and let them resolve the issue themselves. 

36. When one of your subordinates starts evidencing negative changes in 

performance (such as poor concentration, pess1m1sm, lethargy, indecisiveness, 

blaming others, fatigue, and so on) it's best to: 

a. Discuss the situation with that person as soon as you see a slight change 

(before a specific incident occurs). 

b. Discuss the situation as soon as possible after a specific incident occurs. 

c. Wait until you have more than one specific incident or confirmation 

from other co-workers to back up your assertions before you discuss this with your 

subordinate. 
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iiJJl11!tcUrlUvl1UAUbb'ml�Vh.:i1mL���'e1U1utN!St1u�1.:i 1 mu�ri n�1 20 tJ b�'e1vl1'Wii'.:i�.:i 

LvifoJ.JiiJ!l11!tcUL'lJ1 �.:i LL'm�vlTW'l'i � (V1�-:191n� b'lJ1cl.:iu1�<Win1'nh-:1TW'lJ'e1-:JL'll11� LLri'Vh'WLL�� 
" 

n .rii9� 1.�11h�<Wim1v'i1.:i1u'lJ'e1'1Albb�:::u'e1n1�t.JJ.J'Vl11uL�mnurn1:::viih�fo&:i�"ll'e1U'll 'e1.:irii 

1utN (jtl'WLb���bLi-i'1�All�bAtl�'e1Um'W:::flfo 

'lJ . ri1u19:::ri1'11h:::<Wim1v'i1'11u'lJ'il-:iri1Hri'e1uu�ri 1.�11� t.JJ.JY!'-.'.l 1.�mnu'11u LL�:::u1:::�um1ru 
" " 

" 

n11�'e1UAt'1 LL1n'JJ'e1'1 AlU:::Afo 

ri .ri'e1'W� L11r.i:::m�11m�::: 1.�u�1.�mnu1h:::<Wim1v'i1,nu'll'il.:iri1 P'11n'e1:::hr.i:::miJ 1.�mnu 
" 'Ii 'Ii 

I 9' 

�1 bbVIU-:J.:J1UVl riin1�.:i�ar A1'e1tjUlVIJ.Jflfo 

I I I I I I I 
4 � 4 i.I I .s:dl i.I .::ii _q V .di I 4 .::Iii 

4. fl1�J.J"ll1tl61!'1 buUACWA:i'A'WVIU-:J b'JJ1J.J1V11'Vl1UL'l'i'il1'il'11.mummnrnwm . .l:i"JJ.J-:!1UA'WVIU'1 6Jj'e) 
'Ii ' " 

rii�J.JPl1 vi�.:ir.i1n� 1.'JJ1�'e1'1 (jum�1,, 1. 'lJ1'lJ'il�'il-:irii'e1ci111Pi'1.'fiu�-.'.l �'il-.'.ltl1.1.ri1ri1vi1'119�m1'e1ci1-.'.l 

1�'11U1-:!Vlrt.:i Al�'ilu11 

I I 9' 

n .A1�J.J6Jl1tl n1ri1nurum'flti1.:iviu-:inu��Plr�-:imr.int.J�m:::'VlU�'ilLN�tJUU A:rvh1�t.J��n 
cu 'll °" 'll 

'e1� 11u,,��m:::'efnm:::'firiul�t�t1'll 'e1L�t.JJ.J'ilci11�9�m1v'i1'1l:::h e.i��'il'1'lJ'ilL'Vlli�r.i:::�'e1.:i�.:i1u� � ' " 

" " 

llrumu LL�:::'l'iMtlrlUfl:i'vl-.'.l�'il-.'.lbU'Wn11cl'1'W�'1Vl�:::A'W 
"" qJ q qJ 



,, ,, 

1 84 

f01 . L'el'1�::: fll'i'lil'll1tl n1flini1C]JVl1b�'Wrl1Un1J'i'liJPIT e.JiJ�(9)rJ1e.Jilfl'l�'fl\lb;i'1Jfll'l'i'\IMNiJTl�(9)�tJ 
,, ' ' 

nu e.iii1lJmr.itl�'flti1iXfll'l'i''l'i'l'fl'IVluVlu1i1tl.Jm �\l buue.i·cn�ti�'fli!n�uu lYl:t1:::m:tVIP1l1lJ 
'i'l1mrnv11\11ui'liinu1� bn�'fl\1�(9)�tinu'flri1\lert,,,c1JLL�:::'i'l:::'i'l1\lut1Jmd 

" I t,.  t... I 

vhu1�fu LL�'! �'11� Lllutr'lmj;1Vlii'l1t!'ll 'fl\I 'LN b1uuVl�'l�t!LVllJ Lb'lA'IVlil'I bW'fl �1 L'ilu\11umii 

d:h,,,mu \11t!Ur.i:::�1 L�r.i1�Ld'fliJm1�1 L'Wum1� L�(9)'ll1(9)1'l(9)b�'l 'Vl1t!n��'lu1uV!m1u 4 fl'W 
ii I II I 

'l'i' M'Wfl �"ll'fl'I f01'W'l'i''l�iJ �\I u� m:::�'fl1'fl 1u 1tlr.iun\I Lllutllju mf ,,,i.J 1Vltl1:::m:t bbJn"ll'fl\lvl1t!�'fl m1 
Yl MtJnlJ lb�� ::'.f01'WLL�:::m:::�'W 1 �Yl') n b "1JTvl1\11'W 11Xu :i':i'� bU1Vlii'ltJ n\I bb�11 fl:i' LVlrub�lJ'fl nv11u 

fl! q q q \I °" 

I I ii I 

5. flt'�"Jl1(9)1 bU'W'l.Jflfl� LLJnVlvl1'W�(9)�tJ�')tJ bfi'fl�'IJL�'WiJ1nnu'Lf01Nn1:i'ULL�:::rnfl'fltJVJ9:::1� 
�iilil'Wvl1\11'W Lirnn LLN9\IL9�9::: L�'W bN �tl'WU:i'::'.'i'l1Jfl'l1il�1 L�9fl1J bf1Nn1:i'd Ld'flvl1'Wtnil Lfi'fl 

... 

' ,, ,, 

11 Lfi'fl�n'flri1\lhnun1Vl'IJ(9)L')�1bL�'lL'i'l�9bflNn1:i'�m:::i'W� (9)L�'WU Ln'fln�1'l11 �'Yl'W�(9)11 
m'i'l1mrnv111�'1'i''Wb'l�1 LL�11 L:i'1'11nflt!li1'fl'li'liifl\I L1'fl�1 L�mnu �'Ylt!f11�'Ylt!Yl1'flii�r.i:::v11 
ufl ::::t'fl fl'flti 'L 'fl m'i'l�r.i::: 1�n �')'W�')tJ 1 �tl :t:::'i'lu f011J1ii� 1 L�r.i �'fl �1l?l'fludv11un�1ri11 

,, 
0 CV 9.t IV I .c:.i IV 0 Q.I df df 9,t 1 4  n .  "1J'fl1J�nJ'i'l1Vl:i'lJ"ll'fla,j�(9)\ln�1'l bL�:::'ll'fl1J�nJ'flnf"1N'i'l1Vl:i'Ufl'l 1iJn:i':::l?l'fl:i''fl:i"W'll'fl\lf01l LLl?l'Vl\I 

:t:::�n11 Lnr.i:::�'fl'liriii�'flvl1\11unuLllu�ii Ln�'fl\l:t:::1''11lJ LL'i'l'l'l"'11"1'l1ii M,,,iJ1 l?l1r.i1n 
bf1Nn11"1'1n�1'l 

'll . 'll'fluf01ru�'mfu-if'flii�"1\ln�1'li1 e.iiir.i::: LL�'111X'Vlnu11fl1u�fl:::flur.i:::n,,,i:r1�'fl:::hmu1u 
. ... ... 

,, 

�tlmtfil 



1 85 

' ' " 

6. uri ri�Vi1:Vei'IVivi1u'WMt1v1''.lt1 �'el rirfll-lrn'rW L'JJ1iJ fl'.l'1l.lm::;Mra1ra¥in.him�1'!nu 'lriNmril 
q 'lJ q 'lJ 'lJ 

LLL'i!?l b'\-lnraui1 L"11'1rl'l'J� L�mnu �'eMfl11"'Wf?l L'J�1 b'JJ') bU'Wfl'W�1r)lr.i 1i;)Lfll.J'e) bbL'i L'JJ1 hJ bfltl bU'W 
'IJ 

'1l1'J f?l'J'I L�'W '1-IT'el Luu� n�1 L�t.1'1 LciMnunl-l L'JJ1i1 L'JJ1¥�n'elri1'l hnun11"'W'1l�1?1 L�umt.1� 
'IJ • 'IJ 

LT'lff?l�'ln�1'J L'JJ1m'll'.li1 r.Jl.J'll'e"JU'l1'W�1�ful.J'el1J'l-ll.J1tle u�iJfl'J1l.Jrl'l'J�i1LnhJiJL'J�'1 
'W'el�r.i::;vi1'11utl1v1nn�'el'I LL�::;r.iwi1lJ ml1r.ii1 Lnr.i::;iJvif'Wmmml.l��'el'lmr1"1'el1lJ LL�vi1un 

'IJ 

n. Lra1�:; f"l'J1l.ln'l'.lft'JJ'el'I f"lltl1flu1r.iVi L�tJ'J LL�r.il-li1f"l'.l1l.l!�ni1flmumrrufl1mrnf"l'J1J�l.l 
1� LL�::;r.il.lnvir1u�i1�l.J'11u'JJ'el'I Ln�:;fl1mrn LLm'JJut1Jm 1v1rari1'1� r.il.Jvinui1rii�-n1f?l1n 

" ' 

fi '1l Lt,luvi1uiN L�mnunrnm .ruLntl1r.i::;1tl� '1l�t1nrnnra LL�::;�tlljmm"Il'el'I Ln'el �raVJn l1reN 

rirau� Lnr.i:;iJmrtlr::;� l.l ntjl.JT'.ll.ln'Wfl f'I LLrn 

I I l/ I 

'JJ . r.im-ih 1r.i wnl.ln'l'.l�'JJ'el'lfll u�n�1r.imnVi fll'll'elrn1uVil-l'eltJ'l-lmt1i1 r.Jl-l L�ra LLtli1ti'1f1iu�::: 
fl l�'ll') '1l'1vi'1'1'1'WT'Jl.Jrl'WbU'W'-'� n'JJ'el'IVll.J'ITW b1'1fl'1mrnvi')1v1vi'W!?11l.J fl')il'Wf?l bb tl 

' " 

f"l .  'JJ'e)U� ru�1,,,fumr� Lm1:::"1LLftdf 'ellqjft uL'itl'1 b�tJ(?l')tJ�'W'Jn L1'1vi'1'-'il f?lM'el'liJUt1J1"1rl1J 
�ra'ln'1'-''W!?l L'J�1 LL�::;vif'V'lmm r.il:-Jwf'li1 �wrl'Jt1vi1rei:;h1�u1'1 u�fllnfl'll'W:;f1fui1 �ulmr 
1� Lr1 Lrum:;�'l�Yi'.lm'JJ1ii1'1li191 LU'W 1�1"ll�'l�tl1r.i:;Lu'W�'l91 Lllur.il'I 1 

7. 1.JM��fl1l:-l�vi1uL1t1n'V'lu�ra f"lzrruiu �'l �1 Lil'W����'Jt1'-'�nmrun1"'� 1flrr.i:::1tl!�::; 
1flrr.i:;1tlflu�:; L'JJ11lJ bbtl bbfl�'e) LflNmre bb�:::l71 mn'elui11lJ !?i'rei'!mrreirein bbN bbl! u�ifou�r.i:; 

'IJ 

"Jl'.ltJ 1 �'l1u�1 Lilu1tl1� Lci'elvi1umii "'1'.l 1ii ¥� n'JJra'I L 'JJ1L'i'tln1'-''W!?l L 1J�1'eYud'lf '1l�'V'l'J nvi1u�'tl'I 
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L Vlu-l LL�VJ n l°l'Wvl1Cjffl'Vi�1(fl1� bb�VJn l°l'Wn �'el-lfu Cj (fl'J!'f)lJ LffltJ� (fl D'flWi nm db�m nu. 
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vl1ULU'WL�'fl'W"JJ'rN'fl191:m1'MajLN �U'WLL1A-:m�'l LL�::::v11u1"1rmrir'fluflf')'M�'lfh�'ll-J'fl'l1'11U1'W 
L"lh1uu1L1ntn1wn'fl'l�ti1'fltj 1n�nutN�uu 

i:fr.ir.iuu riru�i-Ji;i'u�u'Vlu1Wl1umm�1ri�1 rirui'lv-mfi emdh1r.i w1-i::::'flmnv1nun'l�1 L�1u1u 
• • • 

"ll 'fl'l riru c.Jl-J"ll'fltl1l-J'W::::�1 �1L�1�1���rirur.i::::fu1Wi'�'fl Lvl1L'Mi u1uil'Viufi{;l'flU�1 mmvh�r.i:::: 
' . . 

,, ' 

n .  Ln1w'hrin::::ifmr{;l�1�{;1NU1b1ruil Ln�'lvmtr1ri1�1L�1�iJi;i'u LL� Lr1mr.i9::::�1mrn 
l.f I I I 

"ll1mru1mW!nri1mn�uLbri��1n11nm�'Mu'l�c.iiJnw1foiJHLL�1u:::: 1""Lnm�r.i1rru1�1ul1 
�'fll-JLL"llM..Jfrn.Ji'l� �ru1Wi'vhhJLL�::::��1lTw'Mm::::�iJnunri1�u'M1'fl1il 

"ll . c.Jl-J"ll'fll-J'flumr�Lrir1::::ifmr1?1�1�� Ln1"1v11 L'Zlrr.i�uu¥'fluu�1 LLri�ru �'lr1i-Jn'l�1?1r1�1L�1 
��'W�'W'M�'ll?lNUTL"Jru�'W 1tlvrnWl1ut UU"ll'fl'lrl'W'W Lr1 L�'fl�1U1'W"lJ'fl'l�ru�1mrn (fon1'11 L�11WI 

I II SI I 

b�l-J�U�n 10  ,000 .- 1J1'Vl�'fl b�'fl'W Lm1::::'11'W1� bb�::::�m'Vi"ll'fl'lWU� 

ri. Lfl1�:::: ! L�flc.JiJLnfl:::: �rui'l'Viufi �ru LL�::::c.ii-Jnri"J1iJn'l"J�ii"J'l1m�uL�mnu Ln1mLm1::::if 
it I II I lt I.I 

mr1?1�1�"ll 'fl'lwu� 1?1Nt!uu�::::�1?1r1�1 L�1 bn'fl LT"J1 iluunuu�1uil LL� Lnu'l1ilri"Jr�1n1?1�1 
b�1"lJ'fl'lbr1'fltjLWU'lbvl1�\J 1""c.Jl-J�'fl'll��mf1��1 b11�1l-J1n1�9::::1un'll'MULWl 

30. r.i1n�uv11u1�l!�Yiunu'Z\1nmrm�'Zlu1r.i L�1u1u'M�'l�u �flu1u"ll1�"ll1U LL�::::u1'l1nru 
�'l'Zl'fl'ln�n�'fl'lriu m� 1 3  tJ LL�:::: 1 6  ti 'llru:::�v11u��ii'l-iifl�un¥'fl'l� riu�'l�'fl'lmr.ir.i::::n v11u 
L-ii11r.i�1""'fl'lthe119LUUUr:::L�\J�1�ru vl1\JU'lVlnU�n�1rl\J�'l�'fl'ldvl1'l1'WLrii� L'l�1 �n"ll'fl'l 

., " 

L "JJ1�'l �'fl'l 1oifL"J�1 �')\J}l�'l'flUU1'Wl?l1l-J�1�'l �'l�\J'Vi'l n l "ll1 fl199:::n-n �  L�m nu rl'l1l-Jtl�'el �nu 
.. 

,, ' ,, 

1uu1L1 ru� ::::u ri nl!u u1u"lJ'fl'l �ruil'ViufiL 'Mm :::nu riri1iJ �'fl'lmr"lJ'fl'l'Vi'l n L '1111 u� 'fl'li1L'M�1\1 
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'e1th:i�VJ L�m LL�:;v11um.11n�r.i:;WintJ'll1�'ll1tJLL�:;'\J,')\jl)jjnJl-J1'91U1'W vl1'W�'11c1i'ir'9l'V'jUL'll1a.JI 
'IJ 

frn.h:;vnwmvnm�1'11''W LL�:;�i'lr.i1n�'9l�ti'Ylnvnti'e1:;hnuLL�1l�run�11l�'W�1 

n .  e.i�1c11�'911ri'ir111l ru� rnumrnI'll'e1\lfln.J'91 LL�ll u�::::'91m�'e1'W�1'°1n.J�'e1\lmr�r.i:;11XiJm1�'9lmr 
°"' q \I cu q 

� � ' 

'91 Lb�YJ'W�1'W'e1:;hm'l'e1ri1'1 ur::::mmm b'V'j11::::b�'WLLri� n'Yi''l�'e1\l'll 'e1\lfln.J fln.Jfl\l�'e1\ln11U1'WVJ� 
\I .J cu q q 

b�'e1�i\''e1\ltl1mnmHUJfll)1 ur:;mr��'fl\l m11:;11�ruvY\l�'e1\l�'e1\lvl1'l1'W �n.Jfl'l�'e1'ln1'J'n11 

fuu1:;nu�1u1L1lrui1i1fl1l1�u�'e1'91.rfomn 1"111m-1flfu 

0 CV i.I w .Q!  I All .- 1  2" .Qir. I Q.I 

mm:;���1�m�ruu�1l �'W� flmVJn'e1t11\l'Vl e.l�r1'911l1�rul'lreNm1 LL�:;e.i�rim1a.,iur.i:; 

L�m:;�a.,i'e1�1\1�1n 

n'l bb�11 bfi'e1 hJ1r;)�'9l'e1'e1nm Lbt?ivJ1'WnYm"'!:;fuflc1i'�1 bfi'e1�fll)1a.Jfl'll)� L�mrlUUqj�11::::tJ::::tJ11l 

mnn�1 L�'Wnri1li1mri'e1'll1tJl'i'e1 v11'Wl'l'e1ui:lryvnd'l'91tin�11l�1 

n. e.i���n11eoiruiJ 1"11l1�n'11l�U1\lur:;mn�mnuli1ud1uLL�'llreMmrn'l'VltJc1l1umn�u riru 
'll • q q q 

I I t.f " I t..-

hl�'e1\ln'l1l� Lnmnu �'e1'1Ub�f.JbYIJ1::::11YJuVlu1L1ln.Jm Lf!Mmn tn1c1l�m1"111ut?i'e11c1i'nri1'11a.J 

l'l�'e1'9lm LL�::::m1�LflJ1::::if'Vl1'1m1l'l�1'9lur.iiuufi1a.JiJ-Kryry1ru1'91 1 "1l'e1'l'J'11"11!.l'91!.l'e1m�tJ 

"11 . �'I� �ru�'e1'1mr�r.i::::1c1lr.nnli1u�i'ldtu�'fl'e1::::Lrl"1fu 1"11l1a.J�1''1 LL�::::f11l1a.Jl"11 '91�1''1 LLVfr.i1'l 

"ll'e1'1�n.J�'fl'fl::::Lrl"1fu 
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'°1 .  m.J'Vl 'n'LJ'"1fu�1�ruri\lnrl'J1�tl\11H'lt-i'NLtl�1'W�'W 1 ��rnrJftl\ln11� Lb� LLm"ll bb�f.J�"ll'fl 
� � 

Lii\'Wtl bL'W�� 1 L'n\.I� '91 � '91 n\IU f]J\.11 bW�1U'W H fl'il'W'°l'Wn� 1'°l� tJJ L i1uu1urifu f.J� � '91�1 b'n rJf tl\l M\I 
iil�1�-B''91 L'°l'Writl'WL�mnuu1u� Lt.1m�iill.Jnumrtl1�t1tlci1?11l.Jm1l.Jr1ftl\ln1r"ll'il\1'°1ru bb�'l �'ilt! 

" ' 

ri'rl'W�v11ur.i�r.iu m 1iil'W'Vl'W1 nutlci1\I Lllunr.ir.i�i nMrn� 'Vi 1uun�um t��1r:;uu 'LN !Suu 1 u 
Vl'fl\l��umr.i LU'Wth:; L�'Wu fJJ\.11tlci 1\1\.1�\I � 1t.1fu�1Jn L "111 vhun�11J�1 

I I I I/ 
� 

6 I cs � I q 0 °"' � .:ii '1 .:ii I ti -=iii � .ot:lil If} n. t1nur:;L'9l'W\.l'W\ln'il'W'V1Ln"l:;n�1nu bN Lnm b'Wi'l�LL'Jn'Wri'il'W"ll1\l'°l�'9l'Vl L'9lm LL��r.JmL'W b'°l 
�1'°l�L\.lm�nu�n 1 "lltl\l�l.V,LU'W'ilU1\I� f.Jl-JU\lla.l brimii'WL�tJ�1iJ L�nri'WL'9l�JStJ'W�m\.IML'W 
bNJStl'WL\.1�1� 

ri. iJ ri'J1l.JrJftl\ln1!�LPIM�'WL'9l�nu1\llt.1l.Jrifo��rnr1ftl-:im11lXr.J��r.i11ru11umr"ll'lti��'il'I 
u1wntl-:1 �ru 'flri1\I b"ll'W�'il\l"ll tl-:i 'lr-:i !Suu 

33. Ldtliilmuum1�nM1 Lbt-i-:it.1�-:in1�-:ir.i��1 LtlumntJ�m.1LLUi'l'l��1�fJJ ( r.i1n �tl'l"ll tl\ln11 
b�n�1\llU'°l'Wn\l�tl'ILU�tJ'WbRNii\j1-:i1t.1aJ) bb'W'J'Vl1'1�1bU'Wn11���ii\'91�1\.lfu�u1m11��'1.Jii\\I 

' " " 
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'll . LLr.\'�1�mr�11X'l'Vlu1��mrn.J'Vlnuvi''Wl1��1Lll'Wr1f'fl�nmmJ�t1'WLLU�-l tl1m1�1'l'l'ln 
1X'l'VIU 1�-lvi�1t1mi'.liJ rJi''lmL� L ti'W 1 LL� :;1?1�'e1 "'iwwernm:nu� tt'Wuu �-l 'l'l �'e1wi'u fl'.l'LJ �iJ 1 � 
J'Wfl-lL'WViPivn-l�'W31'W�v11'Wr1lreNmr1�'e1-lrfnr*1u 

fl .  ur.\'�1�mr�11X'.lV1U1�-lV1�1tl'Vl':f1'LJvl'Wll�'l'l'LJ11r1f'fl-lnm:nu�tt'WLLU�N�nA'.l1iJ�1�'1J 1� 
rnr�1ir'.lviu1ri1vi'W�r;i'"'�'WVif"l'Vl1-l�reNR'nrfl'.lrr.i:::�-lhJ LL�:::1�'1'l'.lnL'll11�iwn'Wn�1'W1r.i 
viu1�1'Wm:;rn'Wmrr;i' ��'W1r.i1u��"' 

• 

34. v11mll'W1X'.lviu1'1J'e1-lll iJ L r.i rr.i1.if 'el l?ln �-l� t1! t1J1�1vifo LN b1ti'W'll'e1-lvl 1u LL� :;vi 1u 1rJ\'fom�1� 
LLri1'1Jur:;L�'Wi1'1JV11L�'W 1 m-lur:::m:rriuRiirri1?11 iX'.lviu1viiJ'.l1?1mM1'il-ln�li v11u�iJr1fu 
nTJ>'l'l1?1flt1rJl'.lt1mm�1'.l11 fltiV11?11 t:JiJ'1J'e1'1J'el'LJAru.�1vifo'l'e1m��1�m'l'lurim�'flm!?1 

\I q \I q \I 

th:; L�'WiI'kJmVf Tvnu� L vi�'el'fl tjm-lur:::m :r fil';) LR 11:::tf 'flri1-l 1:n�mnu� mu:;ur.iiuu'1J'el-l 
Ln LL�:;r) l?lClU:r:;�-lrl'1J'e1-l'Vln1''W� Lfi'ell?l'el'LJ11 '1J'el'LJ'elnl?l1iJ l?l:f-l'W:::ri:;11 �-l�Vl1'\/11tl(;i'tlu�'eln1:f 

q • 

'elfi'LJ1t1L�A'WL'W'VliJ'.1!?1'1J'fl-l(;ii'WL-if11r.i11v111iJ'l'l'lnL'1J1A'ltr1f'fl-l Li1'W�'el-lrl'U'VJn!IU1-l �-l 1 � L'1J1 
1a.Jf�1 LLt!J'W'JJ'el-l LN �tl'WL'W'el'W1Al?l�'el'el:;h rh Lt1�-l'W1iJL'W-if'el l9ln�-l�1iJU LL�:;� ru.Li1'WrJi''ltl LL�') 
r.i�um:r1'elti�1viuriu v11uin'e1u�1 

' 'IJ 

n. t!JiJL-ii11'"1 mri1i,:m�1'.l�1A'WL'WV1iJ'.l!?1'1J'el-lA1hl'Vl'n'LJ�1'1'l'.ln L'JJ1vl1bJ9-lA'.l:fr1f'el-l Li1'WrJl'ltl 
'IJ 'IJ 

rl'LJ Lbt!J'Wn11�1Vlfo'el'W1Al?l"JJ'el-l'l'l'.ln L'lJ1 L'WLd'e1'1'l'.lnL'JJ1 i.lJlLLt!J'W�1 �qJiutviaj LL� LL� LLt!J'WL�m 
L�'W 'e1U1 Al91�1'V1foLN�tl'WL�tl'j")iJ nnr1f'e1-l1'VliJAfo 

'IJ 

'JJ . 'JJ'e1'LJ'elnl911iJ l?lN'W:::flii�V11 t:JiJhl m11r.i�1AlL-if11r.imm'liJ A'W'JJ'e1-lAlhl�'eltlnA'.l1iJ 
�"' L�u1"' 1umrutl l1iJ-l1u�1uu1-m:rr.i:;�1 L'W'Wmr�-l�'l'l'lm'1J1ri1i-lr.i:;'V'h 'L�u1a.J �1u-ln-l11 
A:i'A'W�'W9:::��'e1U1-lh 'elU1-lhnmiJtl1A:f�'el-ln111rJi'-ii'ell?ln�-ll?l:f1'LJLvl1�ir'Wnt!J�� L11n 

'IJ .. 
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fi'1 Yi'lu:; t11riz�'El'1ff'1j'm1frn'El'1'ElU1'1�u �:wr.i:;v-a.nm:wi-rnn 1iX Lnr.i:;vhv:in'El�1'1� L11v111� 
L �'Elv111iX"'1l1 ut-1wJ r;imM1'11'1n�Mn "'1'.n:w�m tJ 1 r.im n�unu-if 'El 1?1n'IN�u 

' ,, 
0 O"' ..:di IV 2" I CV n .  i.n L'll1:w1'W1JnUL'Y'l'El'\�r;)�f.Jfi'1'l1:W'llr;) bLtJ'!j':;'\-1')1'1 b'll1'Vl'1�'El'1 

'll . � "1 �tJnU Lb�!:l:;"'1UbU'kl�'l'kll?i''l b�'Elth:;Li'1'kl"'1'l1:WiV1 bL�'1�'kl�'ltJl?i''lvl1'Wl'iN 
"'1 .  'El�1 L-if11tJ L�ll'l-if 'El'I bb!:l:;U�'Elll1iX'W'ln b'll1 bbrlUt1Jt-11�'ltJ i?l'klL'rN 

36. bn'El��u\l�Uut1J"l!1�u�ti\l'll'El'1vhuci:w bb�"1\l'r:nm1�n�'Elmj'tJ!iu1i'11u ( b�'kl mj'tiJn 
�mfi n'El�� L�'Eltl"l!1 l?i't'l�'kl1"'l13J1� n�1'll'Vl1i�'kl�'kl bn'tlll�1 bb�:;�'kl 1) ';)fi���t'l�'tl 

n .  'Vj"1�u�mum1rutJi'\ln�1'lnu1.J��!:l�u�u��vi1mi1unmntJ�uuLLtJML�u'1 L�nu'EltJ 
,, 

(ri'Elur.i:;Ln"1m�mj'rui"1L�u�u) 
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Appendix C 

Answer Sheets and Scoring Directions 

School's name . . . . . . . . . . . . . . . . . . . . . . . . . . .  School 's Type . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

Position . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  Education . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . 

Status . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  Gender . . . . . . . . . . . . . . . . . . . . .  . 

Number Your answer Points Number Your answer Points 

1 .  1 9 . 

2 .  20. 

3 .  2 1 .  

4. 22. 

5. 23. 

6.  24. 

7. 25. 

8. 26. 

9. 27. 

1 0. 28.  

1 1 . 29. 

1 2 .  30. 

1 3 .  3 1 .  

14.  32.  

1 5 . 33.  

1 6. 34. 

1 7. 35.  

1 8 . 36. 

Total: 
---
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Appendix D 

.;/ 'i' "' 'l!'El •Nmrw . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . �n1?l'ru:::'l!'El'l 1:N!Suu . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

�1LL'Vlti'l . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . :r:::�um:r�n1?l-1 . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

�Cl1'Wfl1Vi . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . L'ViPI . . . . . . . . . . . . . . . . . . . . . . . .  . . 

1 .  1 9. 

2 .  20. 

3 .  2 1 .  

4. 22. 

5 .  23.  

6 .  24. 

7. 25. 

8 .  26. 

9. 27. 

1 0. 28.  

1 1 . 29. 

1 2 . 30. 

1 3 . 3 1 .  

1 4. 32. 

1 5 . 33 .  

1 6. 34. 

1 7 . 35 .  

1 8. 36. 
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Appendix E 

Leadership IQ' Score 

Directions: This is an explanation of scoring range to determine overall Leadership 

IQ Self Assessment of Administrators. 

Score 

33-36 

27-32 

20-26 

Leadership IQ 

High superior: you demonstrate extensive knowledge and practical 

understanding of the course of action chosen by exceptional leaders. 

Superior: you demonstrate significant knowledge and practical 

understanding of the course of action chosen by exceptional leaders. 

High average: you demonstrate basic knowledge and practical 

understanding of the course of action chosen by exceptional leaders. 

9- 1 9  Average: you demonstrate partial knowledge and practical 

understanding of the course of action chosen by exceptional leaders. 

0-9 Low average: you demonstrate cursory and intermittent knowledge and 

practical understanding of the course of action chosen by exceptional 

leaders. 



Appendix F 

27 - 32 

9 - 1 9  

I 'j/ • I 
-=:I jJ 0 QJ d. \Ii ii .di ll] jJ 'l'l f;! '\.ll •n.mmlJ 1'11 Mn n 

. . 

i'm'iirm1�ii1tin H 

• ii • • 
ct. il o  QJ d. b'l j.l ..:!I  lfl '1  
'l'lf;!'\.ll'lfU!VUlJ !'1!CH:lf1 !1 
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Appendix G 

Ranking and Rating Procedures to Determine Best Practices 

Directions: 

This activity has a purpose to find the best practices in Leadership IQ in 

various characters. So you are invited to vote who is the best star in each level. 

Voting will be done by teachers, students and service employees of 

fourteen schools. You choose only one answer and put I in the box of each level and 

also give your reasons. The sample selection will be used by referring to Krejcie & 

Morgan, 1 970. 

A. Population and Sample Size 

Population (N) Sample Size (n) 

I .  Teachers 1 ,828 3 1 7  

2 .  Service Employees 588 234 

3. Students 30,5 1 6  379 



B. Three Levels for Voting 

Level 1 
Rector 

Principal 

Manager 

Level 2 

Academic Affairs 

Administrative Affairs 

Public Relation 

Student Activity Affairs 

Infrastructure Affairs 

Human Resource Department 

Level 3 
Head of Science Department 

Head of Mathematics Department 

Head of Thai Language Department 

Head of Social Students, Religion 
. and Culture Department 

Head of Art Department 

Head of Health and Physical 
Education Department 
Head of Foreign Language 

Vote 

1----D_e�p�a_rt_m_en_t __________ ·-----··-··-· ................. --.............. . 

Head of Career and Technology 
De artment 

206 

Reasons 
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Appendix H 

ri111u::i.11 ��1h:: ff '11'11um'i Yi1f111m 'i "'lt�if 1�vr1'umum'lli)u����!l� 1u�1um1l.Jfflm'i 0�1u 
ff�ililJilJlfl11lJ!�ll�tl1'lJV'l�1J�l11'i ll�ft::'i ::�1J'lltl'lll�ft:: i 'i 'II� Vll i�tJfll'jft'lfl::Ullllff1ll�1'lJV'l�1ll 1llfli 
1rn::tl' rn� vu�n111u'1 f1lll1-d'lmmr n'1'1f1:: u uu M I flf 'l'llti'IU�ft::'i::�mvhif u l'lll.Jl'll'il'l�n111u'1mtl 
nm�tiflfl�l.J�1vd1'! t�vm Best Practice 1�iim'i'llti'I Krejcie & Morgan, 1 970 

- ·  ' OJ ' 

fl. u'i::'lllil'lllll::ilQlJ\lll8tlH 

U'l::'lllil'l (N) 

2. 'l'IUfl'ITU 
3. Ufll�Vll 

1 ,828 

588 

30,5 16  

3 17  

234 

379 



. 
<V 4 

'II. 3 '):::;�'Ul'fHlfll'Hl'lfl::::llUU 

>--··------------- - ----- - ·······---- ---· ------· " ------------

NlVl'lllflTi 

NlVlJ l£JU1£Jl lft�llNlJ 

Nlal1':mh1i'J1lJ'lllJ 

Nlanll m'ii! m� au 

N1£J'Dlfll'i ffflllJ� 

Nlaw \Ill tn1Jflfl mm 

Q.I 'JJ I A fl 

'111'11 'Ulfl'llJ flfil � ffl ff�'i 

'11111tl'1 n tj lJ.fllm hw 
Q.I 'JI I Q.I Q.I 

11111'Ulfl'llJ ff '3fllJ fflfflJlllft�1\llllJ li'i'ilJ 

'11111tl'1ntj lJ fimJ� 
Q.I 'JI ' Q.I 

111'11 'Ulfl 'llJ'l'lftl'UllJ(J 

'111'11tl'lfltjlJfl11'11� 1-3 tb � l't1 ff 

'l11lltl'1ntjlJm'i '31um;'l'l11ft�mfl !lJ !ftv 
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Appendix I 

T-Test Position 1 (Sample VS Best Practice) 

Group Statistics 

Position N Mean Std. Deviation Std. Error 
Mean 

rolel  1 36 1 .9 1 67 1 . 1 05 1 8  . 1 8420 
4 3 2.3333 1 . 1 5470 .66667 

role2 1 36 2.8889 .85449 . 1 4242 
4 3 3 .6667 .57735 .33333 

role3 1 36 1 .5278 .60880 . 1 0 1 47 
4 3 1 .3333 .57735 .33333 

role4 1 36 2.6389 .96074 . 1 60 1 2  
4 3 2.3333 .57735 .33333 

role5 1 36 1 .4722 .97060 . 1 6 1 77 
4 3 1 .6667 .57735 .33333 

role6 1 36 1 .8056 1 . 1 6667 . 1 9444 
4 3 1 .6667 1 . 1 5470 .66667 

role7 1 36 2.8333 1 . 1 5882 . 1 93 1 4  
4 3 3 .0000 1 .73205 1 .00000 

role8 1 36 1 . 1 944 .7099 1 . 1 1 832 
4 3 1 .0000 1 .00000 .57735 

Sum-role 1 36 1 5 .5556 3 .46777 .57796 
4 3 1 6.3333 5 .03322 2.90593 



2 1 0  

Independent Samples Test 

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

F Sig. T Df Sig. 
(2-tailed) 

rolel Equal variances .0 1 3  .91 1 -.626 3 7  .535 
assumed 
Equal variances -.602 2 .3 1 6  .60 1 
Not assumed 

role2 Equal variances .442 .5 10  - 1 . 53 7  37 . 1 33 
assumed 
Equal variances -2. 1 46 2.791 . 128 
Not assumed 

role3 Equal variances .694 .41 0  .533 37 .597 
assumed 
Equal variances . 558 2.387 .625 
Not assumed 

role4 Equal variances .830 .368 .539 37 .593 
assumed 
Equal variances .826 3 .020 .469 
Not assumed 

role5 Equal variances .960 .333 - .339 37 .736 
assumed 
Equal variances -.525 3 .043 .636 
Not assumed 

role6 Equal variances .01 5 .902 . 1 98 37 .844 
assumed 
Equal variances .200 2.354 .857 
Not assumed 

role7 Equal variances .980 .329 -.232 37 .8 1 8  
assumed 
Equal variances -. 1 64 2 . 1 52 .884 
Not assumed 

role8 Equal variances . 1 2 1  .730 .444 37 .660 
assumed 
Equal variances .330 2 . 1 7 1  .77 1 
Not assumed 

Sum-role Equal variances .430 .5 1 6  -.363 37 .719  
assumed 
Equal variances - .263 2 . 1 6 1  . 8 1 6  
Not assumed 
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Appendix J 

T-Test Position 2 (Sample VS Best Practice) 

Group Statistics 

Position N Mean Std. Deviation Std. Error 
Mean 

rolel 2 82 2.23 1 7  1 .250 1 7  . 1 3806 
5 3 2.0000 1 .00000 .57735 

role2 2 82 2.7927 .91271  . 1 0079 
5 3 2.6667 .57735 .33333 

role3 2 82 1 .5 1 22 .6333 1 .06994 
5 3 1 .3333 .57735 .33333 

role4 2 82 2.3780 1 .04987 . 1 1 594 
5 3 2.3333 .57735 .33333 

role5 2 82 1 .5 1 22 1 . 1 0268 . 1 2 1 77 
5 3 2.0000 1 .73205 1 .00000 

role6 2 82 1 .7073 .949 1 8  . 1 0482 
5 3 2.6667 1 .52753 .88 1 92 

role7 2 82 2 . 1 585 1 .04786 . 1 1 572 
5 3 2.3333 .57735 .33333 

role8 2 82 1 .4024 .844 1 5  .09322 
5 3 1 .3333 .57735 .33333 

Sum-role 2 82 1 5 . 1 707 2.83629 .3 1 322 
5 3 16 .6667 3 .2 1455 1 .85592 



2 1 2  

Independent Samples Test 

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

F Sig. T Df Sig. 
(2-tailed) 

role l Equal variances .344 .559 .3 1 7  83 .752 
assumed 
Equal variances .390 2.235 .730 
Not assumed 

role2 Equal variances .704 .404 .237 83 . 8 1 4  
assumed 
Equal variances .362 2.382 .747 
Not assumed 

role3 Equal variances .71 5  .400 .48 1 83 .63 1 
assumed 
Equal variances . 525 2. 1 80 . 643 
Not assumed 

role4 Equal variances 1 .667 . 1 99 .073 83 .942 
assumed 
Equal variances . 1 27 2.5 1 2  .909 
Not assumed 

role5 Equal variances 1 .378 .244 -.740 83 .462 
assumed 
Equal variances -.484 2 .060 .675 
Not assumed 

role6 Equal variances 1 . 1 54 .286 - 1 .687 83 .095 
assumed 
Equal variances - 1 .080 2.057 .390 
Not assumed 

role7 Equal variances 1 . 1 53 .286 -.286 83 .775 
assumed 
Equal variances -.495 2 .5 1 0  .660 
Not assumed 

role8 Equal variances 1 . 1 90 .279 . 1 40 83 .889 
assumed 
Equal variances .200 2.325 .858 
Not assumed 

Sum-role Equal variances .033 .855 -.894 83 .374 
assumed 
Equal variances -.795 2 . 1 1 6  .506 
Not assumed 
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Appendix K 

T-Test Position 3 (Sample VS Best Practice) 

Group Statistics 

Position N Mean Std. Deviation Std. Error 
Mean 

role I 3 1 0 1  2 . 1 089 1 .05736 . 1 052 1 
6 3 2.0000 1 .00000 .57735 

role2 3 1 0 1  2.89 1 1 .93703 .09324 
6 3 3 .6667 .57735 .33333 

role3 3 1 0 1  1 .3663 .64378 .06406 
6 3 1 .3333 .57735 .33333 

role4 3 1 0 1  2 .6832 1 .08564 . 1 0803 
6 3 3 .0000 1 .00000 .57735 

role5 3 1 0 1  1 .3366 .97239 .09676 
6 3 1 .3333 1 .52753 .88 1 92 

role6 3 1 0 1  1 .6535 1 .0 1 425 . 1 0092 
6 3 1 .6667 .57735 .33333 

role7 3 1 0 1  1 .83 1 7  .90630 .090 1 8  
6 3 1 .6667 .57735 .33333 

role8 3 1 0 1  1 .3 1 68 .84771 .08435 
6 3 1 .6667 .57735 .33333 

Sum-role 3 1 0 1  1 4.7822 3 .00867 .29937 
6 3 1 5 .6667 .57735 .33333 



2 1 4  

Independent Samples Test 

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

F Sig. T Df Sig. 
(2-tailed) 

role l Equal variances . 1 5 1  .698 . 1 76 1 02 .861 
assumed 
Equal variances . 1 86 2 . 1 3 5  .869 
Not assumed 

role2 Equal variances .674 .4 1 4  - 1 .42 1 1 02 . 1 58 
assumed 
Equal variances -2.241 2.325 . 1 36 
Not assumed 

role3 Equal variances .41 9  .5 1 9  .088 1 02 .930 
assumed 
Equal variances .097 2. 1 50 . 93 1 
Not assumed 

role4 Equal variances .269 .605 -.499 1 02 .6 1 9  
assumed 
Equal variances -.539 2 . 1 42 .640 
Not assumed 

role5 Equal variances .922 .339 .006 1 02 .995 
assumed 
Equal variances .004 2.048 .997 
Not assumed 

role6 Equal variances 1 .475 .227 -.022 1 02 .982 
assumed 
Equal variances -.038 2.383 .973 
Not assumed 

role7 Equal variances .7 1 2  .40 1 .3 1 3  1 02 .755 
assumed 
Equal variances .478 2 .303 .674 
Not assumed 

role8 Equal variances 1 . 1 58 .284 -.708 1 02 .480 
assumed 
Equal variances - 1 .0 1 7  2 .264 .405 
Not assumed 

Sum-role Equal variances 3.735 .056 -.507 1 02 .614 
assumed 
Equal variances - 1 .974 6.444 .092 
Not assumed 



Appendix L 

Name List of Experts in Validity of the Instruments 

1 .  Dr. Sangob Lakksana 

Dean, Graduate School of Education, 

Assumption University 

2 .  Assoc. Prof. Dr. Pomchulee Achava-Amrung 

Graduate School of Education 

Assumption University 

3 .  Assoc. Prof. Dr. Suwattana Eamoraphan 

Graduate School of Education 

Assumption University 

4. Assoc. Prof. Dr. Supit Kamjanapun 

Graduate School of Education 

Assumption University 

5. Dr. Darunee Chooprayoon 

Dean, Faculty of Liberal Arts 

Krirk University 

6. Rev. Fr. Dr.Manoon Soncharoen 

Rector, Don Bosco Surat Technical School 

2 1 5  



Name List of Experts in Review of a Strategic Plan 

1 .  Assoc. Prof. Dr. Supit Kamjanapun 

Graduate School of Education 

Assumption University 

2. Dr. Surapee Sorajakul 

Director, Ekamai International School 

3 .  Assoc. Prof. Dr. Suwattana Eamoraphan 

Graduate School of Education 

Assumption University 

4. Dr. Chiraprapha La-Ongkum 

Director Central Library 

Assumption School of Education 

5 .  Rev.Fr. John Tamayo sdb, 

Rector, Salesian Provincial House 

6. Rev. Fr. Bancha Kittprasert sdb, 

Vice Rector, Don Bosco Technical School 
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Personal Data: 

Name: 

Place of Birth: 

Date of Birth: 

Nationality: 

Religion: 

Status: 

Address: 

Biography 

Bro.Thanad Anan sdb. 

Ratchaburi Province, Thailand 

November 28, 1 962 

Thai 

Catholic 

Religious 

Saint Dominic School, New Petchaburi Rd, 

l\1akkasan, Bangkok, 1 0400 

Educational Background: 

1 977 Elementary School Diploma from Sarasit School, Ratchaburi 

1 982 High School Diploma from Saint Dominic School, Bangkok 

1 98 1  Bachelor Degree o f  Education from Ramkhamhaeng University, 

Bangkok 

1 997 l\1aster Degree of Arts, Assumption University, Bangkok 

Educational Experience: 
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1 995- 1 997 

1 998-2003 

2004- Present 

Principal of Hua Hin Vitthayalai School, Prachuapkeerekan 

Principal of Sarasit Phithayalai School, Rathchaburi 

l\1anager of Saint Dominic School, Bangkok 

THE ASSUMPTION UNIVERSITYLTBRARY 
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