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ADVISOR: SURAPEE SORAJJAKOOL, Ph.D. 157 PP.
The objectives of this research are: (1) to examine relationship between Thai and foreign
principals' decision making styles and their demographic profile; (2) to examine relationship
between Thai and foreign principals' decision-making styles and their cultural
characteristics; (3) to compare cultural characteristics of Thai principals and foreign
principals; (4) to compare decision-making styles of Thai principals and foreign principals.
A sample of l 00 Thai and 53 foreign principals was purposively selected from
population of Thai and foreign principals in basic education schools in Bangkok. A Likerttype questionnaire was used to measure three groups of variables: demographic profile,
cultural characteristics and decision-making styles. Descriptive statistics and inferential
statistics (Chi-square test, Pearson Product Correlation, independent samples t-test) were
used to analyze the data.
Findings of the study indicated that: (1) autocratic and group decision-making styles
are significantly related to the level of education, nationality, country of schooling and length
of stay in Thailand; (2) all decision-making styles are positively related to cultural
characteristics of principals; (3) cultural characteristics of Thai and foreign principals, such
as embeddedness, mastery, harmony, hierarchy and sequential time orientation, are
significantly different (4) The decision-making styles of Thai and foreign principals are
significantly different.
Based on the findings and conclusions on each research objective, recommendations
to teachers and principals were made for: (1) teacher empowerment; (2) mentoring system
for principals and teachers hired from abroad; (3) developing mutual understanding and
effective communication between Thai and foreign teacher and administrators; (4) creating
awareness of and conveying values clearly and frequently; (5) emphasis on teamwork; (6)
professional development for Thai and foreign principals; (7) international exposure for Thai
. principals. Recommendations for future researchers included (1) methodology; (2) study of
perception of followers; (3) study relation between national culture and industry specifics.
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CHAPTER I
INTRODUCTION AND BACKGROUND OF THE PROBLEM
This chapter outlines the key idea of the study by examining the background of the problem,
giving a problem statement. and clarifying the purpose of the study. The research objectives,
research hypotheses, and the significance of the study are covered. Finally, the chapter
presents the theoretical and conceptual frameworks for the study, outlines the scope and
limitations, and gives the definitions of key terms.
Globalization is a process resulted from technologies and communication
development and is not limited to the sphere of economics and politics but is penetrating
environmental, cultural and managerial levels of the society. Education is at the core of a
nation's development and prosperity, and has always been the indicator of countries'
economical success. Developing countries all over the world have turned to Western
experience to improve their level of education and quality of life and to remain competitive
in the global market. Their educational systems, curricula, textbooks were corrected or even
adopted from developed Western countries, mostly USA, UK and Australia. Over the past
decade many South Asian countries, such as China, Japan, Taiwan, Vietnam, Thailand and
Hong Kong, have established international schools that deliver a foreign curriculum and
employed foreign teachers to improve their standards of education and satisfy the market of
parents who wished their children to get authentic American or British education and become
fluent in a foreign language. This caused a tremendous influx of foreign educators to Asia,
for which the host countries were not quite prepared. Teachers and administrators recruited
from abroad "imported" not only their knowledge, philosophy and methods of teaching but
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also their cultural traditions, values, norms and interpersonal skills to the workplace. Most of
the time neither expatriate, nor local staff were provided with cross-cultural training, so both
had to learn how to get along with foreign "strangeness" through trial and error. As a result,
misunderstanding, tensions and even conflicts, and other sort of organizational pitfalls are
common among foreign teachers and local administrators, or foreign administrators and local
staffs.

Generally, a culture-based tension seems to be inevitable, as traditions are so deeply
rooted in human subconscious, but is possible to smoothen if one understands that a person
from another culture thinks in slightly different ways, and that values that person's decisions
and judgments are based on are also different. Cultural factors have been long observed and
studied in organizational context of business enterprises (Hofstede, 1984, 2005;
Trompenaars, 1998; Tayeb, 1997). Hofstede's studies, for instance, demonstrated significant
difference in scores of all cultural dimensions between Thailand, Britain and USA ( 1984), as
demonstrated in Table 1.

Table 1.

Comparative table ofHofstede 's indexes ofvalues for Thailand, Great Britain and USA.
Cultural dimension
Power Distance
Individualism
Masculinity
Uncertainty
avoidance
Long-term
orientation

Thailand's score

Great Britain's score

USA's score

64
20
34
64

35
89
66
35

40
91
62
46

56

25

29

Note: Adapted from Hofstede, G. (2005).Cultures and organizations: software of the mind.
New York: McGraw-Hill.
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Schwartz's studies of national cultures gained similar results. He found that countries
differ in their cultural values and placed them on the map according to the degree of
dominance of certain cultural orientations as demonstrated in Figure 1.

Map of 77 National Groups on Seven Cultural Orientations
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Figure 1. Schwartz's map o/77 national groups on seven cultural orientations.
Source: Wyer, R. S., Chiu, C., Hong, Y. (2009). Understanding culture: theory, research,
and application. Retrieved from www.books.google.com on 17.05.09
Large and well-developed organizations, for example in US and Japan, train their
managers before overseas assignments. For instance, the US government usually provides
their overseas officers with intensive language courses which help them to adjust to new
environment easier. However, in education we have not heard of cultural workshops for
administrators when they are hired from abroad. Does it mean that cultural factors, whose
importance was acknowledged by other industry sectors long before, do not apply to the
sphere of educational administration, or that the scale of cross-cultural problems in education
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has not yet reached the sufficient level of significance? But it is a logical conclusion that if
people's behavior from different cultures is anchored to different values, it will manifest
itself in all spheres of human activity, especially in such extremely social units as schools. It
means that cross-cultural differences in education and in educational administration in
particular, are inevitable, substantial, important, and should not be underestimated or ignored.

This study has attempted to reveal the connection between one of the administrative
behaviors - decision-making- and cultural characteristics of the principals. It has looked into
the zone of "strangeness" that can be sensed as soon as one finds oneself in a foreign country,
but can't be clearly identified and put into an equation to predict results of certain social
behaviors.
Perhaps, cultural differences are not the most crucial factor of organizational
behavior, yet they are not the least important ones. Multiculturalism in schools in Thailand is
a new and rapidly expanding phenomenon. Both foreign and Thai school administrators are
challenged by leading and managing cultural and linguistic diversity of teacher and student
body. They need to be aware of the cultural differences in order to understand others'
behavior and to base their decisions not only upon their professional knowledge and
experience but upon cultural competence as well.
The research is concerned with cultural differences in principals' decision-making
styles because decision-making is the key function of, and largely defines leadership, and
immediately affects all levels of administrative work. Decision-making is based on 'leader's
personal values which "serve as guides to action" (Kouzes and Pozner, 2002, p. 48). The
process and models of decision-making have been widely explored in tenns of their
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interaction with gender, education, experience, communication skills, and personality. Only a
few studies and books, however, have dealt with the influence of culture on decision-making
styles ofleaders, and school administrators in particular.
Decision-making style is often treated as equivalent of leadership style, and
leadership style classifications are mirrored on the decision-making frameworks. The
researcher of this paper considers them as two sides of the same coin, that is, leadership style
incorporates decision-making style as one of its main characteristics, but, at the same time,
decision making is based on the traits of the leader. As it will be further elaborated, the
concept of decision making style is narrowed down to a certain way in which an
administrator approaches problems.
The researcher has personal experience working with both Thai and non-Thai
principals in bilingual and international schools, and was determined to verify the
relationship between cultural characteristics and decision making styles observed in work
situations at schools. It is important to emphasize that the goal of the study is not to find one
"best" decision making style that Thai or foreign principals employ (simply because there is
not any), but rather identify if any theorized to-date cultural characteristics significantly
relate to the way decisions are made by Thai and foreign principals.

Statement of the Problem

The study attempted to identify the relationship between decision-making styles of Thai and
foreign school principals and their cultural characteristics.
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From the reviewed literature, it can be concluded that there is no homogeneity of
views or a solid body of research on the relation between these two variables in educational
administration context. Moreover, while there are established and tested decision-making
style models, cultural dimensions frameworks are not yet universal (Hofstede, 1984). The
research attempted to incorporate Vroom and Yetton's (1973) decision-making styles model
with Schwartz's (1995) cultural dimensions in order to capture any tentative relationship
between the two sets of variables and explain how cultural characteristics can be related to
these concrete decision-making styles. What is more, the research is focused on principals'
decision making and tried to find out whether the previous research findings in business
sphere can be applied to school administrators.

With this rationale, decision making styles of Thai and foreign school principals in
Thai and international schools in Bangkok were analyzed and compared. While decision
making styles are considered to be universal, we argue that certain styles are more common
among leaders from different cultures because they have developed specific understanding of
what is the best way to act in certain situations and it reflects on administrative decisionmaking styles. The key idea was to identify relationship between culture and decisionmaking; however, the framework also includes demographical variables because they are
known to influence leader's decision making.

Purpose of the Research
The goal of the study was to determine the relationship between cultural characteristics and
administrative decision making styles in the context of schools, which would contribute to a
better understanding of Thai and Western cultural disparities that become tangible in this
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most important administrative function. Also, the research attempted to identify preferred
decision-making styles of Thai and foreign principals and find whether national culture
affects decision-making in schools. The main purpose of the research is:

To draw attention of present and future school administrators and teachers who work
in multinational environment to the importance of cultural differences. Awareness of
one's culture and how it is different from other cultures is the first step on the way to
effective leadership.
To demonstrate how decision-making styles of Thai school principals can differ from
their foreign colleagues. Knowing in which ways culture affects decision-making
styles prepares a leader for interaction with leaders and followers from other cultural
backgrounds.
To provide the ground for and encourage further research on this topic in the field of
educational administration.

Research Objectives

The researcher has formulated the following objectives derived from the problem of the
study:

1. To examine relationship between Thai and foreign principals' decision making styles
and their demographic profile.
2. To examine relationship between Thai and foreign principals' decision-making styles
and their cultural characteristics.
3. To compare cultural characteristics of Thai principals and foreign principals.

8
4. To compare decision-making styles of Thai principals and foreign principals.

Research Hypotheses
H 1: There is significant relationship between Thai and foreign principals' decision
making styles (Autocratic, Consultative, Group) and their demographic profile
(gender, age, education, nationality, experience of principal position, previous
international experience, length of stay in Thailand, country of schooling).
H 1.1: There is significant relationship between Thai and foreign principals' decision
making styles and their gender.
HI .3: There is significant relationship between Thai and foreign principals' decision
making styles and their nationality.
Hl .3: There is significant relationship between Thai and foreign principals' decision
making styles and their level of education.
Hl .4: There is significant relationship between Thai and foreign principals' decision
making styles and their age.
Hl.5: There is significant relationship between Thai and foreign principals' decision
making styles and experience as a principal.
Hl.6 There is significant relationship between Thai and foreign principals' decision
making styles and previous international experience.

Hl.7: There is significant relationship between foreign principals' decision making
styles and their length of stay in Thailand.
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Hl.8: There is significant relationship between Thai and foreign principals' decision
making styles and the country of schooling.
H2 : There is significant relationship between Thai and foreign principals' decisionmaking styles (autocratic, consultative, group) and their cultural characteristics
(autonomy/embededness, hierarchy/egalitarianism, harmony/mastery,
synchronic/sequential time orientation).
H2. l There is significant relationship between Thai and foreign principals' autocratic
decision-making style and their cultural characteristics (measured by
autonomy/embeddedness, hierarchy/egalitarianism, harmony/mastery,
synchronic/sequential time orientation).
H2.2 There is significant relationship between Thai and foreign principals'
consultative decision-making style and their cultural characteristics (measured by
autonomy/embeddedness, hierarchy/egalitarianism, harmony/mastery,
synchronic/sequential time orientation).
H2.3 There is significant relationship between Thai and foreign principals' group
decision-making style and their cultural characteristics (measured by
autonomy/embeddedness, hierarchy/egalitarianism, harmony/mastery,
synchronic/sequential time orientation).
H3: The cultural characteristics of Thai principals are significantly different from the
cultural characteristics of foreign principals.
~:The

decision-making styles of Thai principals are significantly different from the

decision-making styles of foreign principals.

10

Significance of the Study

The researcher foresees a number of implications from the research findings, particularly for
those schools working in multicultural environment. Major implications are as follows:
Awareness - the study provides school administrators and teachers with cultural

awareness on the leaders' preference in approaching problem solving. It will help to
understand decision-making behaviors of school principals and develop expectations of some
"typical" decision strategies.
Communication- knowing culture-specific characteristics of their staff and other

school leaders, principals can adjust their communication and become preventive rather than
reactive to problems.
Effectiveness ofprincipals and teachers at work- the study highlights some

prominent features of Thai and Anglo-Saxon cultures that may influence decision-making.
Principals can understand and learn to adopt certain leadership strategies from a foreign
culture and adjust their own styles to develop versatility in their decision-making. Teachers
will be able to demonstrate better understanding and will find it easier to deal with a foreign
administrator.
Theoretical Framework

The part of the study concerned with cultural differences is based on the adapted cultural
dimension models of Schwartz ( 1995) (cultural characteristics of autonomy/embeddedness,
hierarchy/egalitarianism, and harmony/mastery) and Trompenaars (1998) (cultural
characteristic of sequentiaVsynchronic time orientation). The researcher opted for Schwartz's
framework because it is one of the most recent models of cultural dimensions and has
generated t.. remarkable body of research in various fields. Moreover, the classification of

208
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Schwartz derived from the analyses of personal values accounted for a large proportion of .
individual variation in readiness for contact with others from a different group (Schwartz,
1995). However, the researcher felt that the four dual cultural dimensions defined by
Schwartz should be complimented with an additional dimension of time orientation in
Trompenaars' interpretation. Most of the cited researchers (Kluckhohn and Stroedtbeck,
1961; Hofstede, 1984, 2005; Trompenaars, 1998; House, 2001) considered the time
orientation domain as distinct from others, but their classification of time orientation differs
to some extent. Time orientation as sequential/synchronic fits the organizational behavior,
especially in leaders' time-pressured conditions of work, and can reflect the perceived
differences in decision-making styles between cultures.
Vroom and Yetton's (1973) classification of decision making styles was used for
describing decision making styles of the principals. This model essentially represents a
continuum from the most to least autocratic decision making style. The two pairs of styles
(Autocratic I and Autocratic II and Consultative I and Consultative II) are very close to each
other if placed on such an imaginary continuum. Therefore, the two styles in each pair were
combined and are referred to as Autocratic and Consultative style.

Conceptual Framework
The conceptual framework comprises two sets of independent variables (demographics and
cultural characteristics) and a set of dependent variables (decision making styles).
Demographics include gender (male or female), age, level of education, nationality,
experience as principal (number of years), previous international experience (number of
years), country of schooling, and years of stay in Thailand (for foreigners only). The last
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three variables are included to trace possible acculturation of those respondents who have
foreign culture experience.
The cultural characteristics are used to detect the influence of various aspects of
national culture on principal decision style and include autonomy/embeddedness,
hierarchy/egalitarianism, harmony /mastery and time orientation.
The dependant variable describes the decision making styles of the principals
(Autocratic, Consultative, and Group).
The following conceptual framework is used in the research:
Independent variables

Demographics
l. gender
2. nationality

3. education
4. age

s.

Dependent variable

,____

experience as principal

6. previous international
Decision making style

experience

7. length of stay in Thailand
8. country of schooling

Thal principals

-

.

~

~

Foreign principals
Cultural characteristics

1.
2.
3.
4.

autonomy/embeddedness
hierarchy/egalitarianism
harmony/mastery

...__

synchronic/sequential
time orientation

Figure 2. Conceptual framework

1. Autocratic
2. Consultative
3. Group
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The researcher uses contingency approach to decision making and considers culture
as a contextual variable that is equally important as compared to other factors. The influence
of culture is seen as covert, indistinct, but yet fundamental and underlying leadership
behavior of principals.

Scope and Limitations ofthe Study
Scope
Population sample: the study analyzed decision making styles of 38 Thai principals in Thai
schools and 24 foreign principals in international schools in Bangkok providing basic.
education. The foreign principals are represented by North American, British, Australian and
New Zealand nationals.

Limitations
The study has the following limitations:
1. Western theoretical constructs: the study is based on Western theories of decision
making and cultural dimensions classification. The lack of indigenous theory base
may lead to inaccurate interpretation of some concepts by Thai respondents.
2. Background of the foreign population sample: the foreign principals may not be
typical representatives of their mainstream culture because they work in Thailand and
may have adapted their leadership behaviors to the local culture. Acculturation is a
side effect of continuous contact of different cultures which may alter certain original
behavioral patterns.
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Definitions of Terms

Acculturation is the exchange of cultural features between groups of individuals from
different cultures in continuous contact which results in alteration of the original cultural
patterns of either or both groups.

Cultural differences are behavioral and cognitive patterns in societies based on their values
that distinguish them from each other.

Culture is a system of meanings, beliefs, practices, symbols, norms, and values prevalent
among people in a certain society.

Cultural characteristic is a characteristic of an individual, based on attitudes and values,
that reflects one's national cultural dimensions.

Cultural dimension is an aspect of a culture, based on its values, which can be measured
relative to other cultures.

Autonomy is the degree to which society recognizes individuals as autonomous
entities who are entitled to pursue their own interests and desires.

Embeddedness is the extent to which a society emphasizes on identification of an
individual with group and its goals, maintaining traditions, social order and solidarity.

Hierarchy is the degree to which a society accepts on the legitimacy of hierarchical
roles and resource allocation, such as wealth, power, and authority.

Egalitarianism is the degree to which society accepts and values moral equality,
social justice, honesty, loyalty and responsibility.

Harmony is the extent to which a society values harmonious fit into the natural and
social world, avoiding change and self-assertion, unity with nature and protecting
environment.
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Mastery is the degree to which a society believes that people should master, control,
and change the social and natural environment through assertive action.
Sequential time orientation is the extent to which the perception of time in a society

is a series of passing events; societies where this orientation is strong value doing one
thing at a time, being punctual and following a plan.
Synchronic time orientation is the extent to which a society perceives past, present,
future as interrelated; people can do simultaneous tasks, change plans easily and

accept lateness.
Decision making is a process of choosing from alternatives based on factual circumstances

and individual and cultural value premises of the decision-maker.
Decision making style is a relatively consistent pattern of attitude and behavior with which a

problem is approached.
Autocratic style is the decision style where the leader solely makes the decision

using information available at the time or obtains necessary information from the
subordinates.
Consultative style is the decision style where the leader discusses the problem with

some subordinates individually or as a group and gets their suggestions but makes
decision alone.
Group style is the decision style where the solutions are generated in group

discussion and decision is made by group consensus.
International school is a school, private or public, that provides basic education and

following an international curriculum (International Baccalaureate, British curriculum,
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American curriculum) and providing instruction of all subjects in a foreign language
(English).
Thai school is a school, private or public, that provides basic education and follows Thai

national curriculum; the language of instruction is Thai.
Principal is the educator who has executive authority for a school.
Foreign principal is a principal or director in an international school of North American,

British, Australian or New Zealand (Anglo-Saxon) origin.
Thai principal is a principal or director in a Tha~ school and is a Thai national.

~
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CHAPTER II
REVIEW OF THE RELATED LITERATURE
This chapter gives an overlook of decision making theories from the behavioral perspective,
outlines the concept of culture and summarizes relevant research findings on the relationship
between culture and decision-making.

Part I Decision-making
Decision-making is an extensively developed theme in business management and educational
research and remains one of the central problems among researchers. Still, the definitions of
decision making are elusive and vary from one author to another depending on whether they
approach it as a process, behavior or result. Lunenberg and Ornstein (2005) defined it as
" ... the process of choosing from among alternatives" (p.182). Similarly, Harrison
understands it as " ... an ongoing process of evaluating alternatives for meeting an objective,
at which expectations about a particular course of action impel the decision-maker to select
that course of action most likely to result in attaining the objective" (1999, as cited in Teale,
Dispenza, Flynn, Currie, 2003, p. 6). Shull defined it as "A conscious and human process,
involving both individual and social phenomena, based upon factual and value premises
which includes a choice of one behavioral activity from more alternatives with the intention
of moving towards some desired state of affairs" (1999, in Teale et al., 2003, p.6). Hoy and
Miskel (1991) pointed out that a decision was only "good intention" until it was
implemented, and included the implementation in the definition, namely, "the processes by
which decisions are not only arrived at but implemented" (p.300). Minzberg also described it
as "a commitment to action" (1983, as cited in Teale et al., 2003, p. 6).

l
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The reason for such a diversity of the term definitions lies in the fact that although
researchers try to bring this concept under certain categories and create models, decisions
take many forms. " ... decision making can be varied and multifaceted and, whilst we may
identify elements of a decision that may be common to other definitions, it does not
necessarily follow that all decisions are similar in nature" (Teale et al., 2003, p. 7). From a
psychological standpoint, decision-making consists and intersects with so many other
cognitive processes in human's brain that it is difficult to separate it.
Decision making is believed to be the most important administrative function of
school leaders, and the school itself"is basically a decision-making structure" (Hoy and
Miskel, 1991, p.300). Simon maintained that "The task of deciding pervades the entire
administrative organization" (1947, as cited in Hoy and Miskel, 1991, p. 300). Griffiths in his
theory put forward that administration was decision making (1959, as cited in Owens 2001,

p. 266).
There is a substantial body of research on decision making process, models and
situational decision making. This paper attempts to look at the relation between
administrative decision-making styles and cultural characteristics of school administrators. It
is worth noticing that the term "decision making style" has been used to describe decision
models as well as cognitive and behavioral approaches of leaders towards making decisions,
which confuses a reader. This study will consider decision making style as a relatively

consistent pattern of attitude and behavior with which a problem is approached.
Decision making style is linked with a number of variables, such as values system,
attitude towards risk, organizational culture (Basi, 1998), level of technology and
organizational culture (Yousef, 1998); country, sector of enterprise, type of industry, age of

"
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manager, field of education, region of childhood, social class, and management function (Ali,
1989); information and focus (Driver, 1993). Bass (1979), Hofstede (1984) and Tayeb (1988)
believe that cultural background influences decision styles.
The research on what variables affect or predict decision-making style is limited to
the fields of industrial and business management. Strikingly, there is no evidence of similar
study in educational administration and this paper aims to fill this gap.
Following are the most significant theories explaining administrative decision-making
behaviors. The selected leadership behavior theories were adjusted for decision-making
because a large part of leader's relationship with a team is decision making (DuBrin, 1998).

I.I Attitudinal Approaches to Decision-making

1.1.1 Iowa State studies. The earliest studies on leader's behavior were conducted at
Iowa State University by Kurt Lewin ( 1938). Three leadership behaviors - authoritarian,
democratic and laissez-faire - were identified as a result of decision-making experiments.
Authoritarian leaders assume total decision-making authority and expect followers to
comply, without consideration of group members' attitude towards their decisions.
Democratic leaders encourage subordinates to express their opinions, generate discussions,
and take a vote before finalizing the decision. Laissez-faire leaders give complete freedom of
decision making to their followers and, in fact, provide very little leadership.

1.1.2 Ohio State and Michigan Studies. The foundation of many subsequent
leadership theories was laid by the Ohio State University and the University of Michigan
research on effective leadership in mid-forties and mid-fifties. Both studies revealed a dual
nature of leader's decision making behavior: people-centered and task-centered. According
to Ohio State studies, the two dimensions of leadership behaviors are Initiating structure (the
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degree to which the leader organizes and defines relationships in the group by activities such
as assigning tasks, specifying procedures to be followed, scheduling work, clarifying
expectations of team members) and Consideration (the degree to which the leader creates an
environment of emotional support, warmth, friendliness, and trust). These dimensions are
separate and distinct and can create any mix of combinations as illustrated on Figure 2-1.

High
~

Consideration

Low

Low structure
and high
consideration
Low structure
and low
consideration

High structure
and high
consideration
High structure
and low
consideration

dsd erigh

Initiating structure

High

Figure 3. The Ohio State leadership quadrants.
Source: DuBrin, A. (1998). Leadership, research findings, practice and skills. Boston:
Houghton Miftlin Company.
Studies at the University of Michigan compared the behavior of effective and
ineffective leaders and established two types ofleaders, namely employee-centered (those
who focus on human needs of their subordinates) and production-centered (those who
emphasize on efficiency, work standards and scheduling). Contrary to Ohio State studies,
Michigan researches regarded these two behaviors as contrasting each other. The Ohio and
Michigan studies have been criticized for being too broad in defining leader's behaviors, but
served as a basis for further studies of leader behaviors.

1.1.3. Rensis Likert's management systems. Rensis Likert (1967), using Michigan
findings, studied general patterns of management used by highly productive as opposed to
patterns used by other managers and developed a continuum of styles ranging from System I
to System 4, which revolves around decision-making styles of the leaders. In System I
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management has no confidence or trust in employees and seldom involves them in any aspect
of decision-making. The decisions and policies are made at the top and passed down to
subordinates. System 2 management has condescending confidence and trust in employees.
Most decisions are made at the top but many decisions can be made at lower levels but
within prescribed boundaries. In System 3 management substantially but not completely
trusts in employees and allows subordinates make more specific decisions, but retains
authority over general policies and decisions. System 4.management is completely confident
in and trustful with employees. Decision making is spread throughout the organization,
although well integrated (Hersey and Blanchard, 1993). System 1 is highly task-oriented with
authoritarian decision making style; System 4 is a people-oriented style based on teamwork
and trust; Systems 2 and 3 are in-between the two extremes. According to Likert, System 4 is
the most appropriate management style that leads to higher productivity.
These studies consider leader's behaviors universal and suggest that certain decision
making style can be the most effective. Although such a rigid approach to studying
leadership and decision making is left behind, the theories have served as a solid base for
further research in the area.
1.2 Situational Approaches to Decision-making

Situational approaches framework includes leader behaviors, followers' behaviors and
various situations and emphasize that decision making style can be adapted to situations.

1.2.1 Tannenbaum-Schmidt continuum of leader behavior. Tannenbaum and Schmidt
(1957, 1973) developed a leadership continuum indicating that decision making styles can
vary and be a mix of the two extreme styles depending on the forces among the leader,
follower, and situation.
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Principal-centered leadership
Teacher-centered
leadership
Area of freedom for Principals
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makes
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Principal
presents
ideas, but
must respond
to questions
from Teachers
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Figure 4. Decision making styles ofprincipals on Tannenbaum-Schmidt's leader's
behavior
continuum
Source: Owens, R. G. (1995). Organizational behavior in education. Boston: Allyn and
Bacon.
The authors categorized five decision making styles: telling, selling, testing, consulting,
and joining. A leader with telling style makes decisions and tells subordinates what to do.
Members may be considered but do not participate in decision making. A selling leader
makes decisions and convinces the followers to accept it by pointing out benefits for the
followers and organization. A leader with testing decision making style identifies a problem
and suggests a solution, ask for opinions of the followers but reserves the right for the final
decision. In consulting style, a leader presents a problem and provides information to the
subordinates, who propose the alternative actions. The leader selects a solution and makes a
decision. A leader with joining style participates in discussions on equal with other members
and agrees to accept any decision the group of followers makes.
Forces in the leader, forces in the group and forces in the situation influence leader's
choice of decision making style. A leader is influenced by his/her value system, confidence

in group members, leadership inclinations and feeling of security in an uncertain situation.
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The leader needs to consider the following forces in followers: need for independence,
readiness for responsibility, tolerance for ambiguity, importance of problem, acceptance of
organizational goals, knowledge and experience and expectations for participation. Finally,
the problem itself and the pressure of time are main forces in the environment.
1.2.2 Blake and Mouton's managerial grid. Blake and Mouton {1964) elaborated on
the findings of Ohio State and Michigan studies and developed a two-dimensional leadership
theory that incorporates both concern for people and concern for production. The Leadership
Grid ® consists of two axes, with concern for results on one and concern for people on
another, which are rated on a 1-9 scale.
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Figure 5. Blake and Mouton's Managerial Grid leadership styles.
Source: Daft, R. {1999). Leadership. Theory and practice. Fort Worth: The Dryden Press.
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The authority-compliance style (9,1) is described by the highest concern for production
and lowest concern for people. A leader uses power, control and authority in decision
making. In the "country club" style ( 1,9) the concern for production is minimum, while the
concern for people is maximum. A leader's decision making style is characterized by
placing good relationship with coworkers over productivity. Impoverished style ( 1, 1) scores
low both on concern for people and results. Such a leader makes minimum efforts to remain
in the organization. Leaders with middle-of-the-road style (5,5) avoid confrontations and
keep status quo when making decisions. In team management style (9,9) a leader obtains
results by encouraging group members' participation and commitment in decision making.
Leaders employ one style but can shift to another style depending on the situation.
1.2.3 Hersey and Blanchard's Situational Leadership® theory. Using their
Situational Leadership® theory as the framework, Hersey and Blanchard (1969) defined four
problem-solving and decision-making styles: delegative, facilitative, consultative and
authoritative. All of them have "a high probability of getting results depending on the
readiness of the followers and the situation" (Hersey, Blanchard, 1991, p. 456).
LEADER BEHAVIOR

Figure 6. Hersey and Blanchard's
decision making styles.
Source: Hersey, P ., Blanchard,

H.H.,

Johnoson,
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Leaders with authoritative decision-making style are very directive and make decision
without involvement of their subordinates. It " ... applies in situations where the manager has
the necessary experience and information to reach a conclusion and followers do not possess
the ability, willingness, or confidence to help" (Hersey, Blanchard, 1991, p. 456). In
consultative style, the leader shares some or all aspects of the problem with the followers and
asks for their opinions but makes the final decision. This style" ... is a valuable strategy when
a manger recognizes that the followers also possess some experience or knowledge of the
subject and are willing, but not yet able to help" (Hersey, Blanchard, 1991, p. 456).
Facilitative decision making is "a cooperative effort in which manager and followers work
together to reach a shared decision" (Hersey, Blanchard, 1991, p. 457). It is most suitable
when followers are moderate or high in readiness and can share the authority to decide.
Finally, delegative decision making style implies that the leader trusts decision-making
authority to followers. It is appropriate when " ... followers [are] high in readiness
[and] ... have the experience and information needed to make the proper decision ... " (Hersey,
Blanchard, 1991, p. 457).
1.2.4 House. House's (1971) path-goal theory of leadership attempted to explain the
impact of leader behavior on satisfaction and performance of subordinates moderated by
situational factors. According to House (1971), leaders must increase subordinates'
motivation to achieve personal and organizational goals by either clarifying the path to the
rewards or increasing the rewards that are valued by the follower. "The motivational function
of the leader consists of increasing personal payoffs to subordinates for work-goal attainment
and making the path to these payoffs easier to travel by clarifying it..." (1971, as cited in
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Yuki, 1998, p. 266). The path-goal theory contains three sets if situational variables - leader
style, followers and situation, and the rewards - and emphasizes that leaders adjust their
behavior to match the situation. The four leader behavior styles include supportive, directive,
participative and achievement-oriented leadership. Supportive leaders are friendly,
approachable and create pleasant work environment. They show concern to followers'
personal needs and well-being. Directive leaders tell the subordinate exactly what is expected
from them, set performance and behavior standards, makes schedules and emphasizes on
adherence to rules and regulations. Leaders with participative style consult with subordinates
and use their ideas, opinions and suggestions when making decisions. Achievement-oriented
leadership sets challenging goals for followers, stresses excellence in performance, and
shows confidence in their abilities. The path-goal theory views leader behavior as adaptable
to various situations, which means that one leader can demonstrate various decision making
styles under certain circumstances.

1.2.5 Vroom and Yetton's normative theory. Vroom and Yetton (1973) in their
normative decision model developed a continuum of five decision making styles that vary in
the degree of subordinates' participation in decision-making.
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Table 2.
Vroom and Yetton 's model of decision making styles.
Decision-Making
Style
Autocratic I (AI)

Description

You solve the problem or make the decision yourself, using
information available to you at the time.
You obtain the necessary information from your follower(s ), then
Autocratic II(AII)
decide on the solution to the problem yourself. You may or may not
tell your followers what the problem is in getting information from
them. The role played by your followers in making the decision is
clearly one of providing the necessary information to you, rather than
generating or evaluating alternative solutions.
Consultative I (CI)
You share the problem with relevant followers individually, getting
their ideas and_suggestions without bringing them together as a group.
Then, you make the decision that may or may not reflect your
followers influence.
Consultative II (CII) You share the problem with your followers as a group, collectively
obtaining their ideas and suggestions. Then, you make the decision
that may or may not reflect your followers influence.
Group II (Gii)
You share a problem with your followers 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 chairperson.
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.
Note: Adopted from Vroom V. and Yetton P. (1973) Leadership and Decision Making, The
University of Pittsburgh Press in Yuki G. (1998). Leadership in Organizations. Prentice-Hall
Inc. p. 129
According to the normative decision model, the effectiveness of a decision depends on
decision quality, decision acceptance and timeliness. Decision acceptance refers to the
subordinates' commitment to implement a decision effectively and is likely to increase with
the subordinates' degree of participation in decision making. Decision quality means the best
alternative selected. If subordinates possess relevant expertise to make decision, a
participatory style will yield more effective results. Timeliness refers to the amount of time
available for making decision. In case time is very limited, a leader can use more autocratic
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style because participative style is time-consuming. Vroom and Yetton's theory suggests that
leaders can use all five types depending on the situation and the diagnosis of the situation is
very important in choosing an appropriate and effective decision-making style. The authors
developed a set of diagnostic questions that an administrator can use in order to determine
which style to choose in a certain situation.
Situational theories explain the fact that decision making styles vary depending on age,
sex, education, socioeconomic status, industry and nationality, and followers. Decision
making style is not a completely rigid, permanent program. Although at the core it is
relatively stable for a certain person, it is also adjustable, learned behavior, which can
transform in response to psychological and social conditions and create various combinations
with situational variables.
Part 11 Culture
3.1 Culture Defined

The concept of culture is even more ambiguous than the one of decision making and can
have various connotations depending on the context it is used in. It can be interpreted as
individual's manners and level of education, organizational culture at group level or national
culture in global sense. Triandis (1994) differentiates between subjective and objective
culture. Objective culture refers to the obvious products of cultures (tools, technology), while
subjective culture encompasses people's norms, values, believes and perceptions. Schein
identifies three levels of culture, with artifacts at the surface, followed by espoused values
and basic assumptions at the bottom. Trompenaars ( 1998) operates with similar concepts but
joins them in circular layers from the most to the least explicit, with products in the outer
layer, norms and values in the middle layer, and basic assumptions at the core.
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Hofstede (1984) argues that people carry many levels of culture at the same time,
including national, ethnic, gender, generation, social class and organizational levels. It was
found (Matsumoto, 2000) that culture relates to so many aspects oflife, including material
things, physical appearance, social and community structure, survival and reproduction, that
it cannot be entirely and clearly separated into a distinct subject of study.
Wilhelms, Shaki and Hsiao (2009) suggested a very useful model for standardized
classification of cultures that discriminates between individual (one person), micro (family or
firm), meso (more than two families or firms, city, state, industry sector), macro (nation,
country), meta (two or more national cultures, a multi-national geographic region) and
Global (multiple geographic regions, worldwide enterprises, global brands or organizations)
cultures. The content of the layers is dynamic, with information flowing throughout them.
This underlines the complexity of the concept of culture and explains why it is so difficult to
capture the elements of national culture, separate them from other layers of culture, and
incorporate them in an all-embracing definition. The understanding of the word "culture"
itself is also culture-specific (Matsumoto, 2000) because one's per.ceptions are unconsciously
affected by one's culture. According to Triandis (1994), culture imposes a set of lenses for
seeing the world.
Moreover, what we perceive with our senses is not culture but only its manifestations,
different human behaviors (Matsumoto, 2000). When we see a foreigner doing something
differently from us, we refer to this fact as a different culture. According to Potter (2007),
cultures are the differences between groups of people. Culture "cannot be observed directly
- only its effects are manifested. The pattern is more or less hidden to the cultural
participants themselves because of its taken-for-granted nature, and the degree to which
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elements are tied into the pattern depends on the level of analysis ... It is manifested in art,
myths, structure, artifacts, indeed across the whole range of group thought and practice"
(Potter, 1989, p. 18). Therefore, culture is a very abstract term that is used to explain and
reason likeness within a group and differences between groups of individuals.
Culture is a dynamic process, group learning, that is passed over generations and goes
on both at conscious and sub-conscious levels, with its largest share of abstract concepts,
defining the core of cultural characteristics, outside of human' s awareness. It brings in
stability, social order, and ensures a group's survival. According to Schein, the essence of
culture is its quality of bringing in structural stability in the group, and patterning and
integration of various elements at a deeper, subconscious, level. This research deals with the
culture at its national level, that is with differences between nations.
Anthropologists Kroeber and Kluckhohn found 160 different definitions of culture
(1961, as cited in Matsumoto, 2000) and defined it as patterns of and for behavior acquired
and transmitted by symbols, constituting the distinctive achievements of human groups,
including their embodiment in artifacts.
According to Tayeb (1997), culture is a set of values that underline attitudes and
actions of members of social groups.
According to Marsella (1999, as cited in Samovar, 2001, p. 33), "Culture is shared
learned behavior which is transmitted from one generation to another for purposes of
promoting individual and social survival, adaptation, and growth and development. Culture
has both external (e.g., artifacts, roles institutions) and internal representations (e.g., values,
attitudes, beliefs, cognitive/affective/sensory styles, consciousness patterns, and
epistemologies.)". These definitions view culture as manifestation of behavioral patterns.

31
Some definitions approach culture from cognitive perspectives. According to
Hofstede ( 1997), culture is " ... the collective mental programming of the mind which
distinguishes the members of one group or category of people from another"(p. 5).
Trompenaars (1998) argued that culture is" ... a connected system of meanings: a
shared definition of a situation by a group" in which "mutual expectations" (p. 20) exist. He
also adds that "Culture is man-made, confirmed by others, conventionalized and passed on
for younger people or newcomers to learn. It provides people with meaningful context in
which to meet, to think about themselves and face the outer world"(p. 24).
A similar definition was suggested by Terpstra (1991), "Culture is learned, shared,
compelling, interrelated set of symbols whose meanings provide a set of orientations for
members of a society. These orientations, taken together, provide solutions to problems that
all societies must solve if they are to remain viable" (p. 6).
Triandis (1994) defined culture from the anthropological perspective as "a set of
human-made objective and subjective elements that in the past have increased the probability
of survival and resulted in satisfactions for the participants in an ecological niche, and thus
became shared among those who could communicate with each other because they had a
common language and they lived in the same time and place"(p. 26).
For Schein (1992) culture is "A pattern of shared basic assumptions that the group
learned as it solved its problems of external adaptation and internal integration that has
worked well enough to be considered valid and, therefore, to be taught to new members as
the correct way to perceive, think, and feel in relation to those problems"(p. 12).
Shalom Schwartz (2007) defined culture as a "rich complex of meanings, beliefs, practices,
symbols, nonns, and values prevalent among people in a society" (p. 4). Matsumoto (2000)
referred to culture as "a dynamic system of rules, explicit and implicit, established by groups
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in order to ensure their survival, involving attitudes, values, beliefs, norms, and behaviors,
shared by a group but harbored differently by each specific unit within the group,
communicated across generations, relatively stable but with the potential to change across
time" (p. 28).
However diverse definitions of culture are, they underpin common ideas that cultures
are shared, learned, developed from common ways of dealing with social problems, and exist
outside individuals' awareness.

3.2 Cultural Dimensions Theories
We will now discuss the frameworks of cultural dimensions developed by Kluckhohn and
Strodbeck (1961 ), Hall (1967), Hofstede (1984, 2005), Trompenaars (1998), Triandis (1994),
Schwartz (1987, 1990, 1992, 1995) and House (2001) and his team, which allow researchers
to measure and compare certain aspects of culture. According to Hofstede, the dimension is
an aspect of a culture that can be measured relative to other cultures. The fundamental
presumption of the theories derived from social anthropology and is that all societies face
universal problems but develop unique ways of solving them. These problems can be
generalized and categorized in two groups: survival, growth and adaptation to the
environment, and internal integration that allows daily functioning (Schein, 1992). The
frameworks differ from each other in the way researchers identify and group those
worldwide problems into measurable dimensions. It is worth noticing that "cultures are
normally different from one another in the degree to which they generally hold certain values
and attitudes, and not in the kind of these values and attitudes" (Tayeb, 1997, p.54).

3.2.1 Kluckhohn and Strodtbeck's theory. Anthropologists Kluckhohn and
Strodtbeck (1961) developed the taxonomy of six cultural value orientations that are
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society's assumptions about the nature of individual, human relationship, world, time, space
and human activity orientation.
The nature of individual is seen by different cultures as good or evil, and also as mix
of the two. Some philosophies, such as Confucianism, believe that human's innate nature is
initially good and it is the world that makes people evil. Societies that view people as
primarily evil have little trust in them and try to control them through political and religious
institutions. The middle-of-the road orientation is widely held in Europe and means that
people are inherently malleable; whether they become good or bad depends on the course
their life and how they manage themselves.
The nature of human relationships is concerned with power, influence and hierarchy,
on one hand, and intimacy, love and peer relationship, on the other hand. Cultures with
linear orientation value power structure that underlies the hierarchy. Colineal-oriented
cultures consider the group (team, family, church) to be the most important unit in the society
and, as mentioned above, value cooperation over competition. Societies with individualistic
orientation teach that individuals have equal rights, have power over their life and
responsible for their actions.
Relationship to the world orientation is the extent to which societies believe that
people are in control over their destiny or are controlled by outside forces. Subjection to
nature means that divine or magical powers prevail over people's will and they have to learn
to accept it. Harmony with nature orientation prescribes people to alter their behavior to
accommodate nature; they believe that everything is connected and whatever happens to a
person has a reason in one's own past actions. Mastery orientation teaches people to
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"conquer and direct forces of nature" to their advantage (Kluckhohn and Strodtbeck, 1961, as
cited in Samovar, 2001, p. 76).

Time orientation is the shared assumptions that define the basic concept·oftime in the
group, how time is defined and measured, how many kinds of time there are, and the
importance of time in the culture. Societies that are oriented toward the past value history,
established traditions and use past as a guide in making decisions. Societies that are present
oriented live in "here and now" and consider present moment the most important. Futureoriented cultures look to the long-term results of today's events; they think that future will be
better than today.

Space orientation is the shared assumption about how space is allocated and owned, the
symbolic meaning of space around person, and the role of space in defining degree of
privacy. ·

Human activity orientation is the shared assumptions that define the appropriate level
of activity or passivity. Being-oriented cultures react spontaneously based on what they feel.
Cultures with being-in-becoming orientation value spiritual life over material one and seek
to achieve balance in life and in the society. Doing-oriented cultures are motivated to
achieve and the accomplishments are approved and measured by external standards.
3.2.2 Hofstede's theory. Hofstede (1984, 2005) developed five bipolar value
dimensions that are contingent on culture: power-distance, individualism-collectivism,
masculinity-femininity, uncertainty avoidance, and long-term - short term (or Confucian
work dynamism) orientation. All the dimensions are present in each culture but one
dominates over another ..
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Power-Distance is the extent to which less powerful members of a society accept that
power in relationships and organizations is distributed unequally. This dimension measures
the way cultures deal with inequality. In organizational tenns, it is the degree of dependence
between the leader and the followers. In high power-distance cultures people are considered
to be not equal; social hierarchy and status are very important. In organizations it is
demonstrated through strong centralization, larger proportion of supervisors and authoritative
decision-making. In low power-distance cultures people believe that they should have access
to power and reduce inequality. Organizational members prefer consultative decision-making
style.

Individualism-collectivism reflects to what degree the society emphasizes interests of
the individual versus interests of the group. In individualistic cultures independence,
uniqueness, individual achievement and interests are stressed. Competition takes over
cooperation, and individual decision-making is valued. Collective-oriented societies have a
rigid social framework; loyalty to the group and cooperation in exchange for protection are
taught. In organizations hiring and promotion depend on the relationship, which prevails over
task.

Masculinity-femininity is the extent to which the organization of the society values the
stereotypical masculine traits (assertiveness, ambition, achievement, acquisition of money) or
feminine traits (caring, modesty). To cite Hofstede, in Dutch cultures meetings are for
discussing problems and making a consensus decisions, while in the U.S. meetings are seen
as opportunities to assert oneself, while decisions are made by individuals elsewhere
(Hofstede, 2005, p. 143).
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Uncertainty avoidance reflects the culture's tolerance of risk, ambiguity and
unpredictable situations. High-uncertainty avoidance cultures establish rules, codes of
behavior, emphasize on stability and avoid unordinary ideas and behavior. They are
characterized by higher anxiety and stress and count on the expertise during decisionmaking. Low-uncertainty avoidance cultures are more relaxed and flexible, open to unusual
ideas, and rely on themselves and common sense while making decisions. Managers in
cultures that scored high on uncertainty avoidance focus more on daily operations than on
strategic problems.

Long-term and short-term orientation is the extent to which a society values long-term
attainment over short-term losses and gains. Long-term orientation values future rewards and
emphasizes on thrift and perseverance; short-term orientation focuses on past and present,
and teaches to respect tradition, keep "face" and perform one's social duty.
The implications for decision making are summarized in Table 3:
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Table 3.
Hofstede 's cultural dimensions.

Cultural dimensions
POWER DISTANCE

Low /small
Subordinates expect to be
consulted;
The ideal boss is a
resourceful democrat.

INDIVIDUALISM AND
COLLECTIVISM
FEMININE AND
MASCULINE
UNCERTAINTY
AVOIDANCE

Relationship prevails over
task
Management as menage:
intuition and consensus
There is tolerance for
ambiguity and chaos;
Focus on decision process;
Better at invention, worse at
implementation.
Respect for traditions;
Concern with the "face"

LONG-TERM AND
SHORT-TERM
ORIENTATION

High/large
Subordinates expect to be
told what to do;
The ideal boss is a
benevolent autocrat, or
"good father".
Task prevails over
relationship
Management as menage:
decisive and aggressive
There is a need for precision
and formalization;
Focus on decision content;
Worse at invention, better at
implementation.
Respect for circumstances;
Having a sense of shame.

Note: Adapted from Hofstede, G. (2005). Cultures and organizations: software of the mind.
New York: McGraw-Hill.
3.3.3 Hall's theory. According to anthropologist Stuart Hall (1967) "one of the
functions of culture is to provide a highly selective screen between man and the outside
world. In its many forms, culture therefore designates what we pay attention to and what we
ignore." (1967, as cited in Samovar and Potter, 2001, p.79). Hall's cultural dimensions
include high-context and low-context depending on the degree to which speakers rely on
factors other than words to convey their messages. Hall defined high context culture as the
one where "most of the information is already in the person, while very little is in the
coded ... part of the message", and low context culture as the one where "the mass of the
information is vested in the explicit code." High-context cultures value tradition and history,
and as a result, change very slowly. Low-context cultures "tend to compartmentalize
interpersonal contacts". (1967, as cited in Samovar and Potter, 2001, p.81)
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3.3.4 Trompenaars's theory. Trompenaars (1998) classifies the universal problems
under relationships with people, attitudes to time and attitudes to the environment and
identifies seven dimensions of culture.
The dimension of relationships with people includes five orientations: universalism
versus particularism, individualism versus communitarianism, neutral versus emotional,
specific versus diffuse, and achievement versus ascription.
The universalist societies are rigid; they adhere to universal rules and abstract codes of
behavior, which imply equality and resistance to exceptions. Particularist cultures are
flexible; they value relationships and unique circumstances, and can compromise rules in
order to sustain the relationships.

In individualistic cultures "self' and individual interests are at the centre; individual
freedom and responsibility are encouraged. Communitarian cultures focus on the
importance of the group interests and encourage individuals to work toward group goals.
According to Trompenaars, this dimension has a particularly strong impact on decisionmaking (Trompenaars, 1998). In communitarian decision-making consensus must be
achieved, which causes delays; in individualistic cultures decisions are made by individuals
and are less time-consuming, but result in complications at the implementation stage.
Members of neutral-oriented cultures control and subdue their feelings and tend to
remain objective in the relationships. Emotional-oriented societies demonstrate emotions
immediately and openly. The space between people and privacy are the extensions of this
orientation.
Specific versus diffuse orientation "is the degree to which we engage others in specific
areas of life and single levels of personality, or diffusely in multiple areas of our lives and at
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levels of personality at the same time" (Trompenaars, 1998, p. 83). In specific cultures
business relationships are separated from private life and relationships. In diffused cultures,
private life permeates and work life; personal contact is very important. This explains the
phenomenon of "losing face", which is typical for Thai culture. Since the areas of privacy are
not separated from public life, confrontation and "getting to the point" are regarded as an
insult because something that is considered private is made public.
Achievement orientation refers to the societies which "accord status to people on the
basis of their achievements". Ascription-oriented cultures "ascribe it [status] to them by
virtue of age, class, gender, education ... " (Trompenaars, 1998, p. 105).
The second dimension, attitude to time, describes to what extent different cultures
value present, past or future and whether their perception of time is sequential (a series of
passing events) or synchronic (past, present, future are interrelated). People structuring time
sequentially tend to do one thing at a time. They view time as a narrow line of distinct,
consecutive segments. Sequential people view time as tangible and divisible. They strongly
prefer planning and keeping to plans once they have been made. Time commitments are
taken seriously. Staying on schedule is a must. People structuring time synchronically usually
do several things at a time. To them, time is a wide ribbon, allowing many things to take
place simultaneously. Time is flexible and intangible. Time commitments are desirable rather
than absolute. Plans are easily changed. Synchronic people especially value the satisfactory
completion of interactions with others.
Attitudes to the environment refer to the degree to which cultures believe they depend
on their environment. The inner-directed cultures see themselves in control of events and
believe that they can master nature; the organization is viewed as a mechanism. The outer-
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directed cultures see themselves as a part of the larger system and adapt to natural forces; for
them, an organi7.ation is a product of nature. Outer-directed cultures are directed by the new
knowledge or changes in the environment, while inner-directed cultures believe that
knowledge and change comes from within an individual.
3.3.5 Triandis's theory. Triandis (1994) suggested the term "cultural syndrome" to
define patterns related to a particular aspect of life, which are specific for a certain culture.
The four syndromes are complexity, tightness, individualism and collectivism.
Complexity is the degree to which a society has developed settlement size, population
density, information systems, social stratification and sophisticated ways of self-expression.
High variety of occupations and the body of theoretical knowledge are indicators ofa
complex culture.
Tightness refers to the degree to which deviation from norms is tolerated in a culture.

In tight cultures "clear norms ... are reliably imposed. Little deviation from normative
behavior is tolerated, and severe sanctions are administered to those who deviate. Loose
cultures either have unclear norms or tolerate deviance from norms." (Pelto, 1968, as cited in
Triandis, 1994, p. 160) Cultures with high national homogeneity, isolated from other
cultures, dense population, cold climate, and a need for coordinated action are more likely to
be tight. Phillips (1965) after living in Thailand concluded that it is a highly loose culture,
which reflected on the spontaneity of social behavior and relationships (as cited in Triandis,
1994, p. 163).
Individualism refers to the prevalence of personal goals over group goals; on the
contrary, collectivism refers to the dominance of in-group goals. "Collectivists often, but not
always, are organized hierarchally, and tend to (1) be concerned about the results of their
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actions on members of their in-group, (2) share resources with in-group members, (3) feel
inderdependent with in-group members, and (4) feel involved in the lives of in-group
members .... Individualists are emotionally detached from their in-groups and emphasize selfreliance, independence, pleasure, and the pursuit of happiness." (Triandis,1994, p.165).
3.3.6 Schwartz's theory. Schwartz (1987, 1990, 1992, 1995) and his colleagues
(Sagiv, Belinsky, Huismans) based their research on basic human values derived from the set
of individual biological needs, a need for coordinated social interaction, and group's
requirement for survival and support. At an individual level, the following ten motivational
value-types were identified: self-direction, stimulation, hedonism, achievement, power,
security, conformity, tradition, benevolence and universalism. These are presented and
described in Table 4.

I

I

l
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Table4.
&hwartz 's individuals' motivational value-types.

Individual level
value types
Self-Direction

Definition

Values

Independent thought and action

Stimulation

Excitement, novelty, challenge in life

Hedonism

Pleasure and sensuous gratification for
oneself

Creativity, Freedom,
Independence, Curious, Choosing
own goals
Daring, a varied life, an exciting
life
Pleasure, Enjoying life

Achievement

Personal success through
demonstrating competence

Successful, Capable, Ambitious,
Influential

Power

Social status and prestige, control or
dominance over people and resources

Social power, authority, wealth

Security

Safety, harmony, and stabilicy of society,
relationships, and self

Family security, national security,
social order, clean, reciprocation
of favors

Conformity

Restraint of actions, inclinations and
impulses likely to violate social
norms/expectations, or to get upset or
harm others

Self-discipline, obedient,
politeness, honoring parents and
elders

Tradition

Respect, commitment, and acceptance of
the customs and ideas that traditional
culture or religious pride

Accepting one's portion in life,
humble, devout, respect for
tradition

Benevolence

Preservation and enhancement of the
welfare of people with whom one is
in frequent personal contact

Helpful, honest, forgiving, loyal,
responsible

Universalism

Understanding, appreciation, tolerance,
and protection for the welfare of all
people and for nature

Broadminded, wisdom, social
justice, equality, a world at peace,
a world of beauty, unity with
nature, protecting the environment

Note: Adapted from Shearman, S.M. Culture, Values, and Cultural Variability: Hofstede,
Inglehart, and Schwartz's Approach. Retrieved December, 12, 2008 from
www.allacademic.com

At the national level, he identified seven value-types that mark different solutions that
cultures use to solve universal human problems: mastery, harmony, hierarchy, conservatism,
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egalitarian commitment, intelJectuaJ autonomy and affective autonomy, which are reported to
correlate to Hofstede's individualism-collectivism, power distance, masculinity and
uncertainty avoidance dimensions.
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Figure 7. Schwartz's map ofculture orientations and values.
Source: Schwartz, S.H. (1995). A Proposal for Measuring Value Orientations across Nations.
Retrieved May, 05, 2009 from www.europeansocialsurvey.org
As demonstrated in Figure 7, the frrst dimension has two polar orientations of autonomy
versus embeddedness, which define the relationship between an individual and the group.
According to Schwartz (1995), autonomy cultures view people as autonomous, bounded entities
who are "encouraged to cultivate and express their own preferences, feelings, ideas, and abilities,

and find meaning in their own uniqueness". Autonomy is further categorized as intellectual
autonomy and affective autonomy. Intellectual autonomy promotes independent pursuit of
one's own ideas and intellectual directions and results in such values as broadmindedness,

I

l
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curiosity, and creativity. In cultures with Affective autonomy affectively positive experience
and such values as pleasure, exciting and varied life are encouraged. In cultures with high
embeddedness, people are viewed as embedded in the collectivity. Social relationships,
identifying with the group, participating in its shared way oflife, and supporting shared goals
are promoted by such societies. Individuals are expected to maintain the status quo, and any
actions that that may disrupt in-group unity or the traditional order are restricted. Important
values in such cultures are social order, respect for tradition, security, obedience, and wisdom
(Schwartz, 1995).
Egalitarianism and hierarchy are the polar orientations of the second dimension.
Societies with high egalitarianism people recognize one another as moral equals and are
expected to act for the benefit of others as a matter of choice. Important values include
equality, social justice, responsibility, help, and honesty. Hierarchy emphasizes hierarchical
and accepts the unequal distribution of power, roles, and resources. Cultures with high
hierarchy ascribe people to comply with the obligations and rules attached to their roles, to
show deference to superiors and expect deference from subordinates. Important values in
such cultures are social power, authority, humility, and wealth (Schwartz, 1995).
The third dimension that responds to the problems of treatment of human and natural
resources comprises harmony and mastery orientations. Harmony is based on fitting into the
social and natural world, trying to appreciate rather than to change, direct, or exploit.
Important values in include peace, unity with nature, environment protection and acceptance
of one's lot. Mastery encourages active self-assertion in order to master, direct, and change
the natural and social environment to attain group or personal goals. Key values include
ambition, success, daring, self-sufficiency, and competence.
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Certain cultural value orientations are interrelated because they are based on similar
patterns and produce similar expectations in behavior. For instance, egalitarianism and
intellectual autonomy often are found together because of their underlying principle that people
should take individual responsibility for their actions and make decisions based on their own
personal understanding of situations. Embeddedness and hierarchy are based on the perception
that person's obligations to group are more important than one's individual ideas and ambitions,
and Schwartz found that they are both high in the Southeast Asian cultures. Such approach of
Schwatz's theory discriminates him from other cultural dimensions theories. As Schwartz (2007)
stated, "The shared and opposing assumptions inherent in cultural values yield a coherent circular
structure of relations among them. The structure reflects the cultural orientations that are
compatible (adjacent in the circle) or incompatible (distant around the circler (p. 9).
To summarize it, these seven cultural orientations were summarized into three culture
dimensions: embededness versus autonomy, hierarchy versus egalitarianism and mastery
versus harmony (Table 5). After numerous validation studies Schwartz concluded that the
seven value types "efficiently capture the relations among national cultures".
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Table 5.

Schwartz's cuitwe level value types.

Definition

Values

Conservatism

Identify with group and its goals, maintain
group traditions and solidarity, restrain
potentially disruptive actions.

Social order obedience;
respect tradition;
self-discipline

Intellectual
autonomy

Recognition of individuals as autonomous
Curious; broadminded;
entities who are entitled to pursue their own
creativity
intellectual interests and desires.
Recognition of individuals as autonomous
Pleasure; exciting and
entities who are entitled to pursue their
varied life
stimulation and hedonism interests and desires.
Emphasis on the legitimacy of hierarchical
Authority; social power;
roles and resource allocation.
wealth; humility
Groups and individuals should master, control, Ambition; daring; success;
and change the social and natural environment influence
thromzh assertive action.
Socializing individuals to accept others as
Equality; social justice;
morally equal, transcend selfish interests and
honesty; loyalty;
cooperate voluntarily is desirable way to
responsibility
resrulate interdependencies.
Groups and individuals should fit
World at peace; unity with
harmoniously into the natural and social
nature; protecting
world, avoiding change and self-assertion to
environment
modify them.

Affective
autonomy
Hierarchy
Mastery

Egalitarian
commitment

Harmony

Note: Ng, S.I., Lee, J.A., Soutar, G.N. (2007). Are Hofstede's and Schwartz's value
frameworks congruent? International Marketing Review, 24(2), 164-180.
After analyzing data from his research of 60 nations, Schwartz organized them into
following regions according to the dominating cultural orientation, as shown on Figure 4: West
Europe, English-speaking, Latin American, East Central ml Baltic European, Orthodox East
European, South Asia, Confucian, and African ml Middle Eastern. Therefore, cultural
similarities are due to diffusion of values, norms, practices, and institutions across national
borders, as well as shared histories, language, religion, and level of development.

'
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Figure 8. Regions grouped by their cultural dimensions.
Source: Schwartz, S.H. (2009). Power and persistence of differences in cultural value
priorities. Retrieved September, 25, 2009 from http://www.unesco.org

The present study is concerned with the characteristics of cultural orientations in
English-speaking and South Asia regions given by Schwartz. According to Schwartz, the
culture of the English-speaking region is high in affective autonomy and mastery and low in
harmony and embeddedness; it is average in intellectual autonomy, hierarchy, and
egalitarianism. He found that America differs from other English-speaking countries by
emphasizing mastery and hierarchy more than intellectual autonomy, harmony, and
egalitarianism, which is explained by American assertive, pragmatic, entrepreneurial, and
even exploitative orientation to the social and natural environment.
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The culture in the South Asian region is high in hierarchy and embeddedness and low
in autonomy and egalitarianism. This suggests that the society stresses fulfilling one's
obligations in a hierarchical system.
3.3.7 House's theory. The latest global research on cultural values, practices and
leadership was conducted by GLOBE team (House, 2001) among managers from 62
countries and covered different industries and sizes of organizations. Nine cultural
dimensions were identified, four of which are reminiscent to those established by Hofstede,
and five different dimensions: assertiveness, future orientation, performance orientation,
humane orientation and gender differentiation.
Assertiveness refers to the extent a society encourages individuals to be tough,
confrontational, assertive, and competitive versus modest and tender. Highly assertive
cultures value competition, while cultures with low assertiveness emphasize on cooperation.
Future orientation refers to the level of importance a society attaches to futureoriented behaviors such as planning, investing, and delaying gratification. Cultures with high
future orientation save longer time horizon for decision making. Conversely, societies which
scored low on this dimension have a shorter time horizon for decisions and value instant
gratification.
Performance orientation measures the degree to which a society encourages and
rewards group members for performance improvement and excellence. Cultures with high
performance orientation value professional development, personal initiative, and explicit
style of communication. Low performance-oriented cultures consider "connections" and
family more important than performance.
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Humane orientation is the extent to which a society encourages and rewards people
for being fair, caring, generous, altruistic, and kind. Cultures that scored highest on this
dimension tend to show compassion and support. Societies with low humane orientation
place more value on power, material possessions, and self-enhancement.

Gender differentiation refers to the extent to which a society maximizes gender role
differences. In cultures with low gender differentiation women have a higher status and role
in decision making; men and women are equally educated, and more women have high social
status and are in positions of authority compared to countries scoring high on this dimension.
In summary, the major investigations of values carried out by various researchers so far
"sustained and amplified [Hofstede's] conclusions rather than contradicted them" (Smith and
Bond, 1999, p. 56).

Part Ill Previous Research on Cultural Differences and Decision-making
4.1 Research on Cultural Differences in Decision-making
Some researchers consider culture as shared meanings assigned by culture members to
objects and people around them. Others assert that culture involves not only shared
perception and interpretations but also brings about differences in actual behavior (Smith,
Peterson, Schwartz, 2001). The interplay of culture and organizational behavior has been
investigated through employee's work-related values (Hofstede, 1984, 2005; Trompenaars,
1998). Cultures shape different values related to work, which comprise individual
orientation, attitudes toward work and organization, company loyalty, relationships with coworkers, and others. Although countries were found to differ from each other along cultural
dimensions, it is still unclear where the impact of organizational culture on work-related
values ends and the influence of national culture begins (Tayeb, 1997). In attempt to answer
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this question, Tayeb argued that some aspects of organization are more prone to cultural
influence than other. He found similarity between matched-paired Indian and English
organizations on specialization and centralization, but significant difference on the amount of
consultation and authority delegation. Power relationship, and control and discipline are
culture-specific aspects of organization; management styles (and, therefore, decision making
styles) are influenced by leader's attitude to power, ability to cope with uncertainty and so
forth (Tayeb, 1997).
Scientific literature neither completely confirms, nor rejects the influence of culture
on leadership behavior in general and decision-making in particular. Moreover, different
aspects of decision making received unequal attention from researcher in terms of
contingency to culture. Influence of culture on decision-making process and models has
been covered in existing cross-cultural research, while the relationship between culture and
decision-making style remains poorly explored.
The majority of the research body is comparative study of Western and Asian
cultures. In their study of management behavior of Vietnamese and Australian managers
Berrel, Wright and Van Hoa (1991) found that Austalian managers' decision making was
participatory-inclusive, while Vietnamese managers practiced participatory-exclusive style.
Summarizing research data on Asian leadership styles, Swierczek (1991) points out
that East Asian, South Asian and South East Asian leaders demonstrated different decision
making styles. In East Asia (Japan, Korea, China) there was a split between participative and
directive style, depending on task complexity. In South Asia (India) the autocratic style was
superior in all its aspects to performance. In South East region (ASEAN countries) leadership
tends to the autocratic, reflecting the fact that managers favor conformity and orderliness.
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Ali et al. (1995) examined the decision styles of expatriate and indigenous managers
in the United Arab Emirates (UAE) and established that national managers preferred
participative and pseudo-consultative styles, while foreign expatriates demonstrated
consultative style (as cited in Yousef, 1998).
Studying Japan, Korea, Taiwan, Mexico and USA, Howell et al. (1995) discovered
differences in decision making and contingent punishment (as cited in Matsumoto, 2000).
Petzall and Willis (1996) conducted a study among Australian and international managers
based on Reddin's managerial styles classification. In relation to Thailand, they found that
75% of Thai respondents preferred Missionary style, which avoids conflict, is outwardly
pleasant, seeks acceptance but is passive, and heavily over-rejected Executive and Developer
styles. Conversely, Australian respondents scored the highest on Executive style (95.l %)
among all ethnic-cultural groups of the survey.
Getzel (1968, as cited in Hallinger and Leithwood, 1998, p. 130) proposed that
"cultural values shape follower's perceptions of leaders and that these perceptions will vary
across cultures". He asserted that differences in leadership prototypes were linked to the
dimensions of national culture.
However, many researchers found substantial cultural similarities in decision making
and other leadership behaviors (Pascale, 1978; Smith, 1992). Negandhi (1983) claims that
managerial behaviors are contingent to organizational size, location and market complexity
to a much greater degree than to national culture, and sees danger in assuming that culture is
the most important factor (as cited in Rodrigues, 1992, p. 261).
Such contradictory findings are due to the fact that "management involves general
and universal functions that all effective leaders must carry out, but that the specific ways in
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which they are carried out may differ" (Misumi, 1985 as cited in Matsumoto, 2000, p. 475).
There may also be various approaches to classifying and understanding behaviors across
cultures. "A behavior that may be unambiguously defined in one social context, may be
defined quite differently in other cultures" (Smith, Peterson, Schwartz, 2001, p. 190). The
researcher supports this point of view; what is more, our contention is that leaders across
various cultures and industries are challenged with similar organizational goals and types of
decisions that need to be made to sustain successful functioning of the organization. It is the
context of leader's decision making, conditioned by national culture that takes the leaders
different ways and specific means to reach similar ends.

4.2 Research on Culture in the Context of Educational Administration
The research on cultural contingency of school administration is extremely scarce. Moreover,
research on educational leadership has been developed based on Western theoretical
paradigms and conducted with an assumption of Western cultural context (Hallinger, 1996;
Foskett and Lumby, 2003). The research instruments, for example, are often transferred
across cultures without consideration of their cultural validity (Matsumoto, 2000; Hallinger
1996).
According to Dimmock (1998, as cited in Foskett, 2003, p. 10), education, as an
essentially human activity and is "culture bound." Hallinger proposed that national culture is
a background of school's institutional structure and culture, principal leadership, community
and student outcomes, or goals of schooling (Hallinger, 1996). Hallinger and Kantamara
examined the implementation of school-based management in Thailand and found that it was
hindered by the cultural constraints, such as traditional deference (grengjai), that run counter
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to the underlying principals of the modem educational management system (1996, as cited in
Foskett and Lumby, 2003, p.12).
When analyzing the data we need to bear in mind that the way things are done in
educational administration are closely related to the community and institutional context.
According to Hallinger and Leithwood (1998), "In all countries community norms define, to
varying degrees, the direct expectations held for those in principal and teacher roles". This
can be explained by the important role of schools as agents of cultural transmission in the
society.
Educational policies and structure of educational system is also country-specific and
create yet another context for leadership of school administrators. For example, in Thailand
principals are appointed by the Ministery of Education on the basis of age, years of
experience, size of prior school, and students' test results and principals are changed every 2
or 4 years (Hallinger and Leithwood, 1998). Such practice will reflect on principal's
leadership and decision-making, which will aim at maintenance but not change or
improvement.
From the summary of the scientific findings we can conclude that culture has an
implicit impact on leader decision making style. In our cultural investigation of principal
decision making style we assume that dimensions of national culture have different degrees
of effect on this administrative function, but they may not be the major factor. As Foskett and
Lumby (2003) concluded, "While we must not impute a deterministic relationship between
culture and organizational/operational outcomes, culture will provide strong boundaries and
constraints to ''what will work" (p.10).

CHAPTER III
RESEARCH DESIGN AND METIIODOLOGY
This chapter describes the selection of subjects of the study (population and sample), the
details of the instrument used (construction, validity and reliability), the data collection
procedure and the statistical methods used to achieve the objectives of the study.

Population
The objective of the study was to investigate the perceived cross-cultural differences in
decision-making styles among Thai and foreign school principals working in Thailand.
Principal is the educator with an executive authority at school, that is, responsible for
administering all aspects of school operation (as compared to the director and department
head) (Lunenberg, Ornstein, 2005). A total number of70 international schools and 912 Thai
schools located in Bangkok comprised the population of the study.
Because the term "foreign" may stand for any nationality other than Thai, the
researcher focused on Anglo-Saxon cultural cluster. The references to culture as "Western"
and "Asian" were purposefully avoided while selecting the population due to their vagueness
and over-generalization of unique cultural differences. For instance, the French and German
both represent Western culture, yet they differ significantly along cultural dimensions. The
same can be said about the Singaporeans and the Thais. North American, British, Australian
and New Zealand principals were the target population for the study. The researcher's
decision was based on the fact that these nations belong to Anglo-Saxon cultural cluster and
share the same language. Also, according to the findings of Hofstede (1989) and Schwartz
(1992), these nations scored similarly on corresponding cultural dimensions. Moreover,
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Ronen and Shenkar ( 1985) identified eight country clusters based on patterns of similarity in
employees' attitudes toward work and how well it met their needs which included Near
Eastern, Arab, Far Eastern, Latin American, Latin European, Anglo, Germanic, and Nordic.
The Anglo cluster was made up of the United States, Canada, Australia, New Zealand, the
United Kingdom, Ireland, and South Africa.
Sample
The sample was selected using purposive sampling technique. The two specific predefined
groups were 100 Thai principals and 53 foreign principals working in Thai and international
schools in Bangkok on the basis of accessibility. The Thai schools were located through the
royal Thai government web sites directory on Energy Policy and Planning Office
(www.eppo.go.th) web site. The international schools were picked from the list of
International School Association in Thailand (www.isat.or.th). The target schools were
purposefully selected on the basis of fitting the definition of Thai and international schools in
Bangkok. Because it was impossible to obtain information about the international school
principals' nationality, only international schools delivering British, American and
International Baccalaureate (IB) curriculum were picked to ensure that the sample from
international schools would fit our criteria. Thai principals, according to the operational
definition of the study, were Thai nationals, and foreign participants included North
American, British, Australian and New Zealand nationals. These two groups were selected to
represent Anglo-Saxon cultural cluster as contrasted to Thai cultural cluster. Such variables
as gender, age, education and international experience were not equated.
In step two the 71 retrieved questionnaires were carefully studied for any major
incompletion and fit with the stated criteria of the sample. From 28 responses received from
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the international schools only 24 were accepted to the analyses stage. From 43 responses
retrieved from Thai schools only 38 were accepted to the analyses stage. Totally 62
questionnaire were used in the study.

Instrumentation
This research is a descriptive correlation research concerned with the examination of cultural
differences in decision making style of Thai and foreign principals. In order to achieve the
research objectives a Likert-type questionnaire was administered. The questionnaire
consisted of three parts and total of 49 items for Thai nationals and 50 items for foreigners.
Part I consisted of researcher-constructed seven items concerned with demographic
data (gender, nationality, education, age, experience as principal, previous international
experience, the country of schooling) for Thai respondents, and eight items for foreign
respondents, who answered an additional question related to their length of stay in Thailand.
The participants were asked to mark a box or write a one-word response.
Part II studied cultural dimensions. The questionnaire was adapted from Schwartz's
Portrait Value Questionnaire (PVQ), which is a modification of The Schwartz (1992) Value
Survey (SVS). Originally, it was developed to measure the ten value orientations across
national cultures. The questions represent indirect statements, verbal portraits of different
people describing their desires and goals, that is, paraphrasing the values without actually
naming them. The respondents were asked to answer the question "How much like you is this
person?" and rate it on the scale from 1 (not at all) to 5 (very much like me). According to
Schwartz, "Asking them to compare other to self directs attention only to the aspects of the
other that are portrayed. Thus, the similarity judgment is also likely to focus on these valuerelevant aspects. In contrast, asking to compare self to other would focus attention on self
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and might cause respondents to think about the large number of self characteristics accessible
to them" (Schwartz, 1995, p.299). Because the original PVQ was developed to measure ten
value orientations, the researcher had to adjust the questionnaire to the purposes of the study.
The researcher analyzed the structure of the questionnaire and adapted it to measuring the
three cultural dimensions identified by Schwartz - autonomy versus embededness, hierarchy
versus egalitarianism and harmony versus mastery. These cultural dimensions were derived
from the same culture-level value types, which represent individual-level value types
measured by PVQ. The dimension of embededness, for instance, is based on such value types
as conformity, security and tradition; the dimension of autonomy includes self-direction,
hedonism and stimulation values; hierarchy is based on the value type of power;
egalitarianism derives from benevolence and partially universalism; the dimension of
harmony relies on universalism value type; mastery overlaps with achievement value type. In
fact, Schwartz named the ten personal value-types differently from the seven cultural valuetypes so they would not be confused with each other. However, their conceptual value
content is very similar. Later, he combined the seven cultural value-types into three cultural
dimensions.
The original questions in PVQ were critically analyzed and carefully selected on the premise
of how precisely they measure the desired cultural dimension. Six additional questions were
constructed by the researcher to measure synchronic and sequential time orientation as
identified by Trompenaars (1998). The contents and relevance of those questions was
determined through literature and related research review.
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Draft ofthe Instrument

Part I: Demographic Profile
1. Gender
2. Nationality
3. Education

4. Age
5. Years of experience as principal
6. Years of previous international experience
7. Years of stay in Thailand (only for non-Thai respondents)

Total: 50 items for non-Thai respondents/ 49 items for Thai respondents

;.
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Part II consisted of thirty-seven questions which measured the four cultural
dimensions defined in the conceptual framework of the research, and are randomly shuffled.
Each question represented a short description of a person, to which the respondent was asked
to compare oneself. The responses were rated on a numerical scale from 1 to 5, according to
the degree to which the respondent though he was or was not similar to the description.
The ratings are interpreted as following:
Scale

Interpretation

1

not like me at all

2

not like me

3

a little like me

4

like me

5

very much like me

Part III contained questions about decision-making styles based on Vroom-Yetton' s
model. The original classification of decision-making style was modified by the current
researcher by combining Autocratic I and Autocratic II styles, as well as Consultative I and
Consultative II styles. Two questions measure Autocratic style, two questions measure
Consultative style and one question is for Group style. The original statements developed by
Vroom and Yetton (1973) were not altered and represent descriptions of leader's decision
making styles. The respondents were asked to rate each statement on the scale I to 5
depending on how frequently they used a certain style. The following scoring system was
employed to measure the tendency to use certain decision .making styles:
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Scale

Interpretation

1

almost never

2

seldom

3

sometimes

4

very often

5

almost always

Validity and Reliability ofthe Instrument
Content Validity

In the process of development the content validity of the questionnaire was evaluated by five
experts (see Appendix A). Three types of experts were involved to cover every aspect of the
research - research methodology, cultural aspect, and educational administration aspects.
1. Research methodology experts included three lecturers from the Graduate School of
Education, Assumption University.
2. Cultural expert from Education Department in UNESCO
3. Educational administration expert - professor and catholic Brother from an American
university with many years of experience as principal in USA schools.
After having been corrected and approved by the experts, the questionnaire was
translated into Thai to ensure maximum preservation of meaning of the items.

Reliability
After the validity was confinned, the instrument was tested during the pilot study in order to
estimate its reliability. The English questionnaire was distributed among 30 foreign teachers,
who were not a part of the population sample. They were asked to make comments on any
part of questionnaire that was not clear enough, with the purpose of its improvement.
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Crobach 's alpha coefficient to measure internal reliability was computed for the groups of
items measuring cultural dimensions and decision-making style, and the alpha coefficient
was obtained for the entire instrument. The reliability of above 0.6 was accepted due to the
nature of the research measuring cultural dimensions, which are often open to different
interpretation.
Table 6
The results of Cronbach 's alpha reliability coefficient test
Parts

Number of
items

Alpha
a

7
7
4
5
5
3
3
3

.727
.801
.759
.901
.857
.784
.711
.782

4
2
3
46

.824
.875
.732
.796

Cultural Dimensions
Autonomy
Embeddedness
Hierarchy
Egalitarianism
Mastery
Harmony
Synchronic
Sequential
Decision-making Styles
Autocratic
Consultative
Group
Total for the instrument

As shown in Table 10, all parts of questionnaire had acceptable levels of reliability
and were above 0. 7. Some items had alpha more than 0.8, which means they were very
reliable. The entire instrument was found to be reliable with Chronbach's alpha coefficient a
= 0.796.
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Data Collection
The questionnaires and introduction letters were prepared and mailed to 153 target schools.
The respondents were asked to return the questionnaires by mail in the enclosed envelopes.
Follow-up copies of the questionnaire together with a reminding note were sent to those
respondents who did not return them promptly. The overall return rate of the questionnaire
was47.9%.
After the retrieval of the questionnaires the researcher checked all the questionnaires
for completeness and fit with the sample criteria to eliminate invalid samples. Only properly
filled out questionnaires and fitting the sample criteria were accepted to the step of data
analysis step. Totally 62 out of 71 responses were approved for the statistical analysis.
Data analysis
The data was processed with the use of SPSS program. The following statistical methods
were used to address the four objectives of the study:

Descriptive statistics was used to analyze and summarize demographic data of the
participants, and to compute the median of the cultural dimensions and the decision making
styles of Thai and foreign principals.

Inferential statistics was employed for meeting the research objectives and the
hypotheses testing.

For Objective 1: In order to find any relationship between school administrators'
demographic profile and their decision making styles, Chi-square statistics was used.
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For Objective 2: In order to find any significant relationship between principals'
cultural characteristics and decision-making styles, Pearson Product moment correlation
. coefficient (r) was computed.

For Objective 3: To compare cultural characteristics of Thai and foreign principals,
independent-samples t-Test was conducted.

For Objective 4: To determine the difference and preferred decision-making style of
Thai and foreign principals, independent-samples t-Test was conducted.

CHAPTER IV
PRESENTATION, ANALYSIS, AND DATA INTERPRETATION
This chapter presents and describes the results of the data collected from 71 respondents and
demonstrates statistical treatment of data. The sample was selected using purposive sampling
technique. Initially, 153 principals were selected from the population of Thai and foreign
school principals in Bangkok on the basis of availability and accessibility. The sample of
foreign principals was selected from the existing international schools in Bangkok with
further limitations of the countrf of origin (Anglo-Saxon) to truly represent of the population
of foreign principals. Thai principals were selected from Thai schools in Bangkok on the
basis of accessibility through the internet.
A total of 153 questionnaires were distributed among the Thai and international
schools in Bangkok. Completed responses from 71 respondents were received. The response
rate was lower than expected and comprised 47.9% which is considered as "good" for social
sciences research. After checking for major incompletion and sample criteria fit, only 62
questionnaires were accepted to the data analyses step. Table 7 demonstrates the number and
distribution of responses and response rates among Thai and foreign principals.
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Table 7
Data collection siatistics
Sample
Foreign
principals
Thai principals
Total

Target
population size
53

Responses
received
28

Responses
rejected

Response rate

4

52.8%

100
153

43
71

5
9

43%
47.9% (average)

Table 7 shows that 9 responses were rejected from analyses due to the missing data or
not being able to meet the standards stipulated in Chapter III. For instance, three responses
from international schools were not considered in the data analyses because the respondents
did not belong to Anglo-Saxon cultural cluster.
The data were analyzed with the use of SPSS for Windows program. Both descriptive
and inferential statistics were employed on order to analyze the characteristics of the sample,
answer the research questions and test the research hypothesis as stated in Chapter I. The
findings are presented accordingly in two parts as following:
Part l. Descriptive Statistics
1.1 Description of the demographic data of the respondents
1.2 Determination of cultural dimensions and decision-making styles of Thai and foreign
principals.
Part 2. Inferential Statistics
2.1 Testing of the relationship between Thai and foreign principals' decision-making styles
and their demographic profile
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2.2 Testing of the relationship between Thai and foreign principals' decision-making styles
and their cultural characteristics
2.3 Comparison of cultural characteristics of Thai and foreign principals

2.4 Comparison of decision-making styles of Thai and foreign principals

Part 1: Descriptive Statistics
1.1 Description ofDemographic Data ofthe Respondents
Before proceeding to the analysis necessary to answer the four research objectives, it will be
useful to draw a description of the basic characteristics of the two samples -Thai and foreign
principals working in Bangkok. Part I of the questionnaire contained questions about gender,
nationality, level of education, age, experience as a principal, previous international
experience, years of stay in Thai1and (for foreign respondents only) and the country of
schooling. In order to analyze the data in this section, frequency tables for each variable from
Part I "Demographic Data" were completed and are summarized for presentation here.
Tables 8-15 describe the distribution of the respondents based on their gender,
nationality, education,, age, experience as a principal, previous international experience,
years of stay in Thailand (for foreign respondents only) and the country of schooling.
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Table 8
Demographic data of respondents: gender
Demographic variable
Gender Thai
Male
Female
Missing
Total
Gender foreign
Male
Female
Missing
Total

No. of respondents

% of respondents

16
22

42.1
57.9

0

0

38

100

22
2

91.7
8.3

0

0
100

24

Gender: Table 8 reveals that Thai respondents showed a more or less balanced
distribution of male and female principals; 16 of them are male and account for 42.1 % of
respondents and 22 female who account for 57.9% of the Thai sample. The majority of
foreign respondents, 22, are represented by male who comprise 91.7% of the foreign
principals, and only 2 females comprise 8.3% of the foreign sample.
Table 9

Demographic data of respondents: nationality
Dem~raphic

variable

No. of respondents

% of resoondents

38
9
11
2
2

61.3
14.5
17.7
3.2
3.2

0

0
100

Nationality
Thai
USA

UK
New Zealand
Canada
Missing
Total

62

Nationality: Table 9 shows that 38 Thai principals represented the Thai cultural
cluster and accounted for 61.3% of the respondents. There were 24 foreign respondents from

5 different countries who represented Anglo-Saxon cultural cluster. The majority of foreign
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principals were British (11 respondents) who accounted for 17.7% of the sample, the next
largest group were Americans (9 respondents) who accounted for 14.5% of the sample. New
Zealand and Canada were represented by 2 respondents respectively and accounted for 3.2%
of the cases each. Altogether the foreign principals comprised 38.7% of the population
sample.
Table 10
Demographic data ofrespondents: education level

Demographic variable

Education (highest degree held) Thai
Bachelor
Master
Doctoral
Missing
Total
Education (highest degree held) foreign
Bachelor
Master
Doctoral
Missing
Total

No. of
respondents

%of
respondents

0
7
31
0
38

0
18.4
81.6
0
100

3
14
7
0
24

12.5
58.7
29.2
0
100

Education level: Although comparing the distribution of levels of education between
the nationalities is not a part of the objectives of this study, it is interesting to note, as it is
shown in Table 10, that all Thai principals reported to have postgraduate education, with
81.6% of them (31 out of 38 Thai respondents) holding Doctoral and 18.4% of them (7 out of
38 Thai respondents) holding Master degrees. While only 29.2% of foreign sample principals
possess Doctoral degree (7 out of 24), the majority 58.3% of foreign principals hold Mater
degree (14 out of24), and 12.5% (3out of24) foreign principals hold Bachelor degree.

·,

.;.:,...

:;

..

· . .J

.,

69
Table 11
Demographic data of respondents: age

Demographic variable
Age Thai
28 -33 years
34-40 years
41 - 50 years
51 - 60 years
61 - 75 years
Missing
Total
Age foreign
28 -33 years
34-40 years
41 - 50 years
51 -60 years
61 - 75 years
Missing
Total

No. of respondents

% of respondents

1
3
9
22
3
0
38

2.6
7.9
23.7
57.9
7.9
0
100

0
2
11
8
3
0
24

0
8.3
45.8
33.3
12.5
0
100

Age: Table 11 shows that the distribution of age among Thai and foreign principals is
different. 22 out of38 Thai respondents are over 50 years old and account for 57.90/o of Thai
sample. Only 9 Thai principals are below 50 and above 40, which comprises 23.7% of the
Thai respondents. There was one respondent below 34, 3 respondents below 40, and 3
respondents above 60, who comprised 2.6%, 7.9% and 7.9% of Thai sample respectively.
The majority of foreign principals, 11 out of 24, are younger and between 40 and 50 years
old and account for 45.8% of foreign respondents. There is also a large group of principals
between 50 and 60 who comprise 33.3% of foreign sample. Two youngest principals are
between 34 and 40, and three principals are below 61, who account for 8.3% and 12.5% or
foreign respondents respectively.
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Table 12
Demographic data of respondents: years ofexperience as principal

Demographic variable
Years of experience as
principal Thai

No. of respondents

% ofrespondents

0-3 years
4-9 years
10-15 years
16-20 years
21-30 years
Missing
Total

8
6
7
5
5
7
31

21.1
15.8
18.4
13.2
13.2
18.4
81.6

9
4
5
1
3
2
22

37.5
16.7
20.8
4.2
12.5
8.3
91.7

Years of experience as
principal foreign
0-3 years
4-9 years
10-15 years
16-20 years
21-30 years
Missing
Total

Years of experience as principal: Table 12 shows that the distribution of experience
among the Thai respondents is almost even throughout the range. 8 Thai principals reported
0-3 years of experience, accounting for 21.1 %, 6 respondents have 4-9 years of experience
and account for 15.8%, 7 principals (18.4%) have 10-15 years of experience, and 5 Thai
respondents have more than 21 years of experience and account for 13.2% of Thai sample.
As for the foreign principals, the majority of 37.5% reported 0-3 years of experience,
followed by 20.8% having 10-15 years of experience, and 16.7% with 4-9 years. One
respondent has 16-20 years of experience and 3 respondents have over 20 years of
experience, which account for 4.2% and 12.5% of foreign sample respectively. 7 Thai and 2
foreign participants missed the question and are reported as "missing the system"; therefore,
the rate of response was 81.6% for Thai and 91. 7% for foreign respondents.

I
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Table 13
Demographic data of respondents: years ofprevious international experience
Dem02rapbic variable
Years of prev.
international experience
Thai
0-3 years
4-9 years
10-15 years
16-20 years
21-30 years
Missing
Total
Years of prev.
international experience
foreign
0-3 years
4-9 years
10-15 years
16-20 years
21-30 years
Missing
Total

No. of respondents

% of respondents

32
3
0
1
0
2
36

84.2
7.9
0
2.6
0
5.3
94.7

5

20.8
37.5
8.3
20.8
8.3
4.2
95.8

9
2

5
2
I
23

Years of previous international experience: Table 13 shows that the majority (32 out
of 38) Thai principals accounting for 84.2% have no previous international experience. Three
Thai respondents reported 4-9 years of foreign experience accounting for 7 .9% of Thai
sample, and one Thai principal reported 16-20 years of international experience.
"International experience" in the questionnaire means living and/or working and/or studying
in a foreign country, and not working with foreigners in one's own country. Some Thai
respondents reported working in English Program as international experience, which is not
considered international experience in this study. Most foreign principals have various
experiences abroad, which is quite logical as they are presently working in Thailand and
many of them moved to Thailand from other foreign countries. Only 5 respondents reported
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0-3 years of international experience accounting for 20.8% of the foreign principals; 9
principals have 4-9 years of international experience and comprise 37.5%, followed by 5
principals (20.8%) with 16-20 years of experience, and 2 principals with 10-15 and 21-30
years of experience, who account for 8.3% each. 2 Thai and 1 foreign respondents did not
answer the question, which resulted in 94. 7% response rate among Thai principals and 95.8%
response rate among foreign principals.
Table 14
Demographic data of respondents: years ofstay in Thailand (foreign respo_ndents only)
Dem~raphic

variable
Years of stay in Thailand

No. of respondents ·

% of respondents

foreign only

0-3 years
4-9years
10-15 years
16-20 years
21-30 years
Missing
Total

10
8
3
2
1
0

24

41.7
33.3
12.5
8.3
4.2
0
100

Years of stay in Thailand (foreign respondents only): Table 14 reveals that 10 out of
24 (41.7%) foreign principals have spent in Thailand less than 3 years. 25% foreign
principals stayed in Thailand for 4-9 years, 16.7% stayed 10-15 years, 12.5% have lived in
Thailand for 16-20 years and only one respondent has spend in this country more than 20
years.
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Table 15

Demographic data ofrespondents: country ofschooling
Demoerapbic variable
Country of schooling Thai
Thailand

USA
Missing
Total
Country of schooling
foreign

USA
UK
Canada
New Zealand
Missing
Total

% of respondents

No. of respondents

34
4
0
38

89.5
10.5
0
100

9
11
2
2
0
24

37.5
45.8
8.3
8.3
0
100

Country of schooling: Table 15 reveals that among Thai principals only four reported
to have received most of their education abroad who account for 10.5% of Thai sample. The
foreign participants received most of their schooling in their respective countries of origin.

1.2

Determination of cultural dimensions and decision-making styles of Thai and foreign

principals.
In order to achieve the purpose of the study formulated in Chapter I and find any significant

relationship between Thai and foreign principals' cultural characteristics and decisionmaking styles, it was necessary to initially determine the cultural dimensions that differ
between the studied national groups. Cultural dimensions comprise the second set of
independent variables in the framework of the study. They were organized in four polar pairs
and measured in Part Il "Cultural Dimensions" ofthe·questionnaire.
Items in Part II and Part III of the questionnaire were constructed in the form of
Likert type questions. The scale of response was 1-5, from the lowest to the highest degree
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of the respondent's agreement with the statement. Each cultural dimension and decisionmaking style was measured by a group of questions which were mixed up. During the first
step of data analysis the responses in each group of every case were grouped and the mean
of the dimensions and styles for each case was computed. At the next step of the data
analysis descriptive statistics was used to identify the central tendency in Thai and foreign
samples. In the case ofLikert scale analysis, finding the median and the range of variation is
the most appropriate way of measuring central tendency and dispersion of responses while
performing descriptive investigation. The median represents the ''typical" score, especially
in case of skewed distribution or when there are outliers (Best, Kahn, 2003). The median
and the range of the responses concerning Cultural dimensions and Decision-making styles
were computed and are presented in the Table 4.3 and Table 4.4. Each table is followed by
an explanation of the data.
Table 16
Median and range ofcultural dimensions of Thai andforeign principals.
Nationality
Thai
Foreign

Median
Range
Median
Range

autono embedd
my
edness
3.78
4.43
2.00
1.57
3.86
3.57
2.00
2.14

hierar
chy
3.50
2.00
2.75
2.25

egalitar
ianism
4.40
1.40
4.30
1.80

master
y
.4.20
2.20
3.20
2.80

harmo
ny
4.33
1.67
4.17
2.67

synchr
onic
2.83
3.33
3.00
2.00

sequent
ial
4.67
1.00
3.50
2.00

As shown in Table 16, the outcomes of the summary analyses of cultural dimensions
indicate that Thai principals have a very high tendency towards sequential time orientation
(4.67), embeddedness (4.43), egalitarianism (4.40), harmony (4.33) and mastery (4.20). Thai
respondents scored similarly on the dimensions of harmony (4.33) and mastery(4.20).
Autonomy (3.78) and hierarchy (3.50) are also relatively high, but clearly below 4.0 mark.
The scores on synchronic (2.83) time orientation are moderate, which means that Thai
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principals prefer doing one task at a time. Foreign principals have less extreme results, with
only egalitarianism (4.30) and harmony (4.17) above 4.0 mark. They scored high on
autonomy (3.86) and embeddedness (3.57), which are also polar ends of one cultural
dimension. This indicates that foreign respondents equally value individualism and ability to
act as a part of a group. Foreign respondents clearly scored higher on egalitarianism (4.30)
than on hierarchy (2.75). The median for hierarchy is low (2.75) and is a sign of that social
status and rank are of little importance to the foreign respondents. Foreign principals have
moderate scores on mastery, hierarchy and synchronic time orientation.
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Figure 11. Egalitarianism cultural dimension.frequency of Thai and foreign principals
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Table 17

Median and range ofdecision-making styles of Thai and foreign principals.
Nationality
Thai
Foreign

Median
Range
Median
Range

autocratic
3.50
3.25
2.87
2.50

consultative
3.50
3.50
3.00
2.50

group
4.00
3.00
3.67
2.33

The summary of the decision-making styles scores in Table 17 shows that Thai
principals preferred to use group decision-making style (4.00) to consultative (3.50) and
autocratic (3.50) styles. The median for consultative and autocratic styles is high (3.50),
which indicates that Thai respondents use the two styles in a balanced manner. Foreign
principals, just like their Thai colleagues, scored high on group decision-making style (3.67).
Foreign principals scored moderately on consultative style (3.00) and lower on autocratic
style (2.87). Therefore, autocratic style is the least popular decision-making style among
foreign principals. Table 17 illustrates that Thai principals are more willing to use autocratic
style than their foreign colleagues, as well as that they over selected group decision making
style with extremely high scores.
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Figure 16. Autocratic decision-making style frequencies of Thai andforeign principals
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Figure 18. Group decision-making style frequencies of Thai andforeign principals
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Part 2: Inferential Statistics
2.1 Testing of the Relationship between Thai and Foreign Principals' Decision-making Styles
and Their Demographic Profile
Inferential statistics was employed to test the four research hypotheses. For the first
hypothesis, in order to find any association between school administrators' demographic
profile and their decision making styles, Chi-square test was used.
H 1: There is significant relationship between Thai and foreign principals' decision
making styles (Autocratic, Consultative, Group) and their demographic profile
(gender, age, education, nationality, experience of principal position, previous
international experience, length of stay in Thailand, country of schooling).
HI .1: There is significant relationship between Thai and foreign principals' decision
making styles and their gender.

Hl.3: There is significant relationship between Thai and foreign principals' decision
making styles and their nationality.

Hl.3: There is significant relationship between Thai and foreign principals' decision
making styles and their level of education.

Hl.4: There is significant relationship between Thai and foreign principals' decision
making styles and their age.
HI .5: There is significant relationship between Thai and foreign principals' decision
making styles and experience as a principal.
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HI .6 There is significant relationship between Thai and foreign principals' decision
making styles and previous international experience.
Hl.7: There is significant relationship between foreign principals' decision making
styles and their length of stay in Thailand.
HI .8: There is significant relationship between Thai and foreign principals' decision
making styles and the country of schooling..
Table 18
Chi-Square and Cramer's V coefficients for gender and decision-making styles.
Gender
Autocratic
Consultative
Sig.
value
value df
Sig.
df
12.4168
.647 6.6108
.471

Pearson ChiSquare
.448
.647
Cramer's V
tis significant at .05 level ofsignificance (2-tailed)

.327

value
7.7848

.471

Grouo
Sig.
df
.455
.354

.455

Table 19
Chi-Square and Cramer's V coefficients for age and decision-making styles.

&!e
Pearson ChiSquare
Cramer's V

Autocratic
Consultative
Group
value
df Sig.
value
df
Sig.
value
df Sig.
59.6468
.489 20.731 8
.836 24.3778
.830
.490

.489

tis significant at .05 level ofsignificance (2-tailed)

.289

.836

.314

.830
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Table 20
Chi-Square and Cramer's V coefficients for level of education and decision-making styles

Level of education
Consultative
Autocratic
value
df Sig.
df Sig.
value
30
.037 13.322a 14
45.2278
.501

Pearson ChiSquare
.037
.604
Cramer's V
t is significant at . 05 level ofsignificance (2-tailed)

.328

.501

Grouv

df Sig.
value
15.314a
16
.502
.351

.502

Table 21
Chi-Square and Cramer's V coefficients for nationality and decision-making styles

Pearson ChiSquare
Cramer's V

Nationality
Autocratic
Consultative
Grouv
value
df Sig.
df Sig.
value
value
df Sig.
15.771 8
.046 7.5688
8
7
.372 19.3838
15
.197
.504

.046

.349

.372

.559

.197

tis significant at .05 level ofsignificance (2-tailed)
Table 22

Chi-Square and Cramer's V coefficients for principal experience and decision-making styles

Pearson ChiSquare
Cramer's V

Principal exoerience
Autocratic
Consultative
Group
value
df Sig.
df Sig.
value
value
df Sig.
63.552 8
.352 27.623 8 28
60
.485 23.0768
32
.876
.548

.352

tis significant at .05 level of significance (2-tailed)

.361

.485

.330

.876
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Table 23
Chi-Square and Cramer's V coefficients for previous international experience and decisionmaking styles

Previous international experience
Autocratic
Consultative
Group
Sig.
Sig.
value
value
df
df Sig.
value
df
.178 33.3498 28
28
.724
69.9668
.223 23.185 8
60

Pearson ChiSquare
.544
.178
Cramer's V
tis significant at .05 level ofsignificance (2-tailed)

.376

.223

.313

.724

Table 24
Chi-Square and Cramer's V coefficients for length ofstay in Thailand and decision-making
styles

Len2th of stay in Thailand
Autocratic
Consultative
Group
Sig.
value
Sig.
value
df
value
df Sig.
df
8
8
53.50<>8
44
.154 28.044
20
.108 37.699
24
.037

Pearson ChiSquare
.747
.154
Cramer's V
tis significant at .05 level ofsignificance (2-tailed)

.540

.108

.627

.037

Table 25
Chi-Square and Cramer's V coefficients for length of country ofschoolingand decisionmaking Styles
Country of scboolin2
Autocratic
Consultative
Grouv
Sig.
df Sig.
Sig.
value
df
value
value
df
60
84.9588
.019 17.8648 28
.930 33.4798
32
.395
Pearson ChiSquare
.395
.585
.268
.930
.367
.019
Cramer's V
tis significant at .05 level of significance (2-tailed)
Tables 20, 21 and 25 reveal that the autocratic decision-making is significantly
related to Thai and foreign principals' level of education (.037), country of schooling (.019)
and nationality at .05 level of significance. Table 24 reveals that group decision-making
shows significant relation (.037) to length of stay in Thailand at .05 level of significance. The
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computed x'J value in those cases exceeds the critical value, which justifies the rejection of
the null hypothesis and acceptance of the fact that the variables are not independent.
Cramer's V value shows the measure of association between the variables. The
following convention is used for the interpretation of the strength of measures of association
(Blaikie, 2003).

value

interpretation

below .10
.10-0.29
.30-.59
.60-.74
above.75

negligible
weak
moderate
strong
very strong

The relation between autocratic style and level of education measured by Cramer's V
= .604 and group style is "strong". The relation between autocratic style and country of
schooling measured by Cramer's V= .585 can be interpreted as "moderate". The relation
between autocratic style and nationality measured by Cramer's V= .504 can be interpreted as
"moderate".
The association between group style and length of stay in Thailand with Cramer's
V=.627 can be interpreted as "strong".
It can be concluded that the null hypothesis is partially accepted which would state
that there is significant relationship between Thai and foreign principals' autocratic decisionmaking style and demographic profile (education and country of schooling), and group
decision-making style and demographic profile (nationality and length of stay in Thailand).
There is no significant association between Thai and foreign principals' consultative
decision-making style and their demographic profile.
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2.2 Testing ofthe relationship between Thai and foreign principals' decision-making styles
and their cultural characteristics
This part is based on the data in Part II Cultural Dimensions and Part III Decision Making
Styles of the questionnaire. In order to test Hypothesis 2 and to find any relationship between
cultural characteristics and decision-making styles of the principals, Pearson Product
Moment Correlation coefficient (r) was computed.
H2: There is significant relationship between Thai andforeign principals' decisionmaking styles (autocratic, consultative, group) and their cultural characteristics
(autonomy/embededness, hierarchy/egalitarianism, harmony/mastery,
synchronic/sequentia/ time orientation).
H2.1 There is significant relationship between Thai and foreign principals' autocratic
decision-making style and their cultural characteristics (measured by
autonomy/embeddedness, hierarchy/egalitarianism, harmony/mastery,
synchronic/sequential time orientation).
H2.2 There is significant relationship between Thai and foreign principals'
consultative decision-making style and their cultural characteristics (measured by
autonomy/embeddedness, hierarchy/egalitarianism, harmony/mastery,
synchronic/sequential time orientation).
H2.3 There is significant relationship between Thai and foreign principals' group
decision-making style and their cultural characteristics (measured by
autonomy/embeddedness, hierarchy/egalitarianism, harmony/mastery,
synchronic/sequential time orientation).

87
Table 26
Pearson Product Moment correlation coefficient ofcultural dimensions and decision-making
sty/es
Decision-making style
Cultural dimension
autocratic consultative
group
.302·
.244
.226
autonomy Pearson Correlation
Sig. (2-tailed)
.017
.078
.056
.333
••
.363
••
.324.
embedded Pearson Correlation
Sig. (2-tailed)
Pearson Correlation
Sig. (2-tailed)
egalitarian Pearson Correlation
ism
Sig. (2-tailed)
Pearson Correlation
mastery
Sig. (2-tailed)
Pearson Correlation
hannony
Sig. (2-tailed)
synchronic Pearson Correlation
Sig. (2-tailed)
sequential Pearson Correlation
Sig. (2-tailed)

ness
hierarchy

.008
.369••

.004
.409··

.003
.115
.372
.366••

.001
.288.

.003
.118
.361

.311··

.014
.251·
.049
.328··

.003
.364••

.009
.368••

.004

.003

.023
.312.

.010
.280·
.027
.211·
.033
.196
.127
.166
.196
.177
.169
.28r
.024

*Correlation is significant at .05 level of significance
** Correlation is significant at .01 level of significance
Table 26 reveals that every cultural dimension has significant positive correlation
with at least one of the decision-making styles at .05 and .01 level of significance.
The following convention for describing the strength of association for Pearson's r was used
based on Cohen's scheme (1998):
value
approximately .01
approximately .03
approximately .05

interpretation
weak
moderate
strong

Now we will discuss each correlation presented in Table 4.6 in detail.
1. Cultural dimensions related to autocratic decision-making style are embeddedness,
hierarchy, mastery, synchronic and sequential time orientations at .01 level of significance.
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All correlations are positive and are slightly higher than .03, which means that correlation is
moderate. The null hypothesis is partially rejected and the accepted hypothesis will state that
autocratic decision-making style of Thai and foreign principals is significantly related with
cultural characteristics (embeddedness, hierarchy, mastery, synchronic and sequential time
orientation). The cultural characteristics can be ranked according to the strength of
correlation with autocratic style and placed in the following order starting with the strongest
correlation:
Moderate correlation: synchronic (.371), hierarchy (.369), mastery (.366), sequential
(.364), embeddedness (.333).
2. Consultative decision-making style is related to all cultural dimensions at .05 or .01
level of significance and all correlations are positive. The null hypothesis is rejected and the
accepted hypothesis will state that there is significant relationship between the consultative
decision-making style of Thai and foreign principals and their cultural characteristics. The
cultural characteristics can be ranked according to the strength of correlation to the
consultative style and placed in the following order starting with the strongest correlation:
Strong correlation: hierarchy (.409)
Moderate correlation: sequential (.368), embeddedness (.363), synchronic (.328), mastery
(.312), autonomy (.302)
Weak correlation: egalitarianism (.288), harmony (.251).
The fact that all cultural dimensions showed correlation with consultative decisionmaking style can be explained by the idea that consultative style is more neutral than
autocratic or group decision-making styles and involves both participation of followers and
principal's final authority in decision-making.
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3. Cultural dimensions related to group decision-making style are embeddedness,
hierarchy, egalitarianism and sequential time orientation at .05 level of significance. The null
hypothesis is partially rejected and the accepted hypothesis will state that there is significant
relationship between the group decision-making style of the principals and their cultural
characteristics (embeddedness, hierarchy, egalitarianism and sequential time orientation). It
can be observed that the correlation between most cultural dimensions and group decisionmaking style is weak. The cultural characteristics can be ranked according to the strength of
correlation to the group decision-making style and placed in the following order starting with
the strongest correlation:
Moderate correlation: embeddedness (.324)
Weak correlation: sequential (.287), hierarchy (.280), egalitarianism (.271).

2.3 Comparison ofcultural characteristics o/Thai andforeign principals
For the Hypothesis 3, to compare the cultural characteristics of Thai and foreign principals,
independent-samples t-Test was conducted. The results are presented in Table 27 and are
followed by a description.
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Table 27
Comparison of cultural characteristics of Thai andforeign principals
Cultural
dimensions

Sig. (2-tailed)

N

Mean

Std.
Deviation

t

nationality

autonomy

Thai

38

3.82

.512

4.62

.646

foreign

24

3.76

.487

38

4.39

.403

6.61

.000

foreign

24

3.62

.504

Thai

38

3.50

.478

6.30

.000

foreign

24

2.68

.539

egalitarianism Thai
foreign

38

4.35
4.27

.409

.70

.489

4.23

.508

6.33

.000

3.20
4.36

.770
2.12

.039

4.04

.683
-.66

.512

8.53

.000

embeddedness Thai
hierarchy

mastery

Thai
foreign

harmony
synchronic
sequential

Thai

24
38
24

.484

foreign

38
24

.498

Thai

38

2.88

.792

foreign

24

3.00

.565

Thai

38

4.57

.337

foreign
24
3.54
.612
t is significant at .05 level ofsignificance (2-tailed)
Testing Hypothesis 3: The cultural characteristics of Thai principals are significantly
different from the cultural characteristics offoreign principals.
Table 27 reveals that there are significant differences in cultural dimensions between
Thai and foreign principals at .05 level of significance.
Cultural dimensions of embeddedness, hierarchy, mastery, harmony and sequential
time orientation of Thai and foreign principals are significantly different at .05 level of
significance. There is no significant difference in the dimensions of autonomy, egalitarianism
and synchronic time orientation between the Thai and foreign principals. It means that the
null hypothesis is partially rejected and the alternative hypothesis is accepted that would state
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that there is a significant difference between the cultural characteristics of embeddedness,
hierarchy, mastery, harmony and sequential time orientation of Thai and foreign principals.
As it is observed in Table 27, Thai principals scored very high on sequential time orientation
(4.57), embeddedness (4.39), harmony (4.36), egalitarianism (4.35), and mastery (4.23).
Thai respondents scored very similarly on the polar dimensions of harmony (4.36) and
mastery (4.23), which can be explained by their tendency towards both active self-assertion
in order to direct and change the natural and social environment to attain goals, and the desire
to fit harmoniously into the environment. Autonomy (3.82) and hierarchy (3.50) are also
relatively high, but clearly below 4.0 mark. The score on synchronic (2.88) time orientation
is moderate, which means that Thai principals prefer doing one task at a time.
Foreign principals showed less extreme results, with very high scores only on
egalitarianism (4.27) and harmony (4.04). Foreign principals, similarly to Thai principals,
scored high on autonomy (3.76), egalitarianism (4.27) and harmony (4.04). The score on
embeddedness of foreign principals (3.62) is lower than that of Thai principals (4.39), which
suggests that Thai organizations are more likely to function as extended families. Foreign
respondents' lower scores on hierarchy (2.68) suggest that they expect cooperative
negotiation among employees and management. Foreign principals' lower scores on mastery
(3.20) mean that they are not trying to master and change the environment as much as the
Thai respondents. Finally, Table 4.21 shows that the foreigners (3.54) perform tasks in less
sequential manner than the Thais (4.23).
2. 4 Comparison ofthe decision-making styles of Thai and foreign principals
For the Hypothesis 4, to compare and determine the preferred decision-making style of Thai
and non-Thai respondents, independent-samples t-Test was conducted.
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Table 28
Comparison ofdecision-making styles of Thai andforeign principals
Decision-making
N
Mean
Std.
nationality
Deviation
style
Thai
38
3.49
.712
Autocratic
24
2.85
.799
forei211
Thai
38
3.53
.838
Consultative
foreign
24
3.00
.692
Thai
38
4.11
Group
.707
forei211
24
3.61
.498
tis significant at .05 level ofsignificance (2-tai/ed)

t
3.25

Sig. (2tailed)
.002

2.57

.013

3.04

.004

Testing Hypothesis 4: The decision-making styles of Thai principals are significantly
different from the decision-making styles offoreign principals.
Table 28 reveals that the decision-making styles of Thai and foreign principals are
significantly different at .05 level of significance. It means that the null hypothesis is rejected
and the alternative hypothesis is accepted stating that the decision-making styles of Thai
principals are significantly different from the decision-making styles of foreign principals.
Table 28 shews that Thai principals scored highest on groups decision-making style
with the mean 4.11 which means that Thai principals tend to use group decision-making
style. Furthermore, it was found that Thai respondents also scored high on both autocratic
and consultative styles, which can be interpreted as a balanced use of both styles.
Table 28 reveals that foreign principals scored highest on group decision-making
style with the mean 3.61 which means that foreign principals tend to use group decisionmaking style. Moreover, it was found that foreign principals seldom adopt autocratic
decision-making style.
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Summary

The findings obtained from data analysis presented in this chapter are summarized here:
J.

Demographic Data A1,1alysis
1.1

Gender: a slight prevalence of female principals among Thai respondents.

Males are overrepresented among foreign principals.
1.2

Nationality: there were 38 Thai respondents altogether. The majority of

foreign principals come from UK and USA, with only a few respondents from
Canada and New Zealand.
1.3

Education level: most of Thai principals hold a Doctoral degree, and the rest

have Master degree. Most foreign principals have Master's degree, a few hold
Doctoral and Bachelor degrees.
1.4

Age: foreign principals are relatively younger than Thai principals. Most

foreign respondents are between 40 and 50, while most Thai principals are above 50.
1.5

Years of experience as principal: Thai principals' experience is evenly

distributed, which means that there is a balanced mix of respondents with little or no
experience, average and extensive experience. Among foreign respondents there were
more principals with little or no experience and average experience.
1.6

Previous international experience: practically all Thai principals have no

international experience. Some of them reported experience working with foreigners
but in Thailand. Nearly all foreign principals have reported previous international
experience.
1.7

Years of stay in Thailand: the majority of foreign principals have stayed in

Thailand for a short or average period of time.
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1.8

Country of schooling: practically all Thai principals were educated in

Thailand. Foreign principals received their education in respective countries of their
origin or other Anglo-Saxon countries.

2.

Cultural Characteristics
Thai principals scored very high on sequential time orientation, embeddedness,

egalitarianism, harmony and mastery. The dimensions of harmony and mastery received
almost equal scores which means that Thai respondents have a balanced approach to the
way they view the environment. Foreign principals' scores are less extreme compared to
Thai responses. They scored high on both autonomy and embeddedness, which indicates
that foreign respondents equally value individualism and ability to act as a part of a group.
Foreign respondents scored higher on egalitarianism than on hierarchy which is a sign of
that social status and rank are of little importance to them.

3.

Decision-making Styles
Thai principals preferred to use group decision-making style more often than consultative

and autocratic styles. They use autocratic and consultative styles in a balanced manner.
Foreign principals scored high on group decision-making style, moderately on consultative
style and very low on autocratic style. Therefore, autocratic style is the least popular
decision-making style among foreign principals. Thai principals' scores on autocratic and
consultative decision-making style are higher compared to foreign principals, which means
they adopt these style more often than foreigners.
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4.

Relationship between Thai andforeign principals' decision-making styles and their

demographic profile
4.1

There is a strong relationship between the autocratic decision-making style of

Thai and foreign principals and their level of education. There is a moderate
relationship between the autocratic decision-making style of the principals and their
nationality and country of schooling.
4.2

There is a strong relationship between the group decision-making style of the

principals and their length of stay in Thailand.
4.3

There is no significant relationship between the consultative decision-making

style of Thai and foreign principals and their demographic profile.

5.

Relationship between Thai and foreign principals' decision-making styles and their

cultural characteristics
5.1

There exists moderate positive correlation between autocratic decision-

making style and synchronic time orientation (.37), hierarchy (.37), mastery (.37),
sequential time orientation (.36) and embeddedness (.33).
5.2

Consultative decision-making style is significantly positively related to all

cultural dimensions. Consultative style has a strong correlation with hierarchy (.41),
moderate correlation with sequential time orientation (.37), embeddedness (.36),
synchronic time orientation (.33), mastery (.31) and autonomy (.30). Consultative
style has a weak correlation with egalitarianism (.29) and harmony (.25).
5.3

There is a moderate positive association between group decision-making style

and embeddedness (.32), and weak correlation between group decision-making style
and sequential time orientation (.29), hierarchy (.28), egalitarianism (.27).
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6.

Comparison of cultural characteristics of Thai and foreign principals
There is no significant difference in the dimensions of autonomy, egalitarianism and

synchronic time orientation between the Thai and foreign principals. There is a significant
difference between the cultural characteristics of embeddedness, hierarchy, mastery,
harmony and sequential time orientation of Thai and foreign principals.
Thai principals are characterized by strong sequential time orientation (4.23),
embeddedness (4.39), harmony (4.36), egalitarianism (4.43), and mastery (4.23). Foreign
principals are characterized by strong egalitarianism (4.27) and harmony (4.04). Foreign
principals scored lower than Thai principals on embeddedness hierarchy, mastery and
sequential time orientation.

7. Comparison of the decision-making styles of Thai and foreign principals
7 .1 Thai principals prefer group decision-making style. They use both autocratic and
consultative decision-making styles more often than foreign principals.
7.2 Foreign principals prefer group decision-making style and avoid autocratic
decision-making style.

CHAPTERV
FINDINGS, CONCLUSIONS, DISCUSSION AND RECOMMENDATIONS
This chapter summarizes the entire study presented in the previous chapters, starting from the
purpose of the study and followed by the overview of the findings. Then, conclusions are
drawn based on the knowledge gained from the study in accordance with the research
objectives and hypotheses. Finally, deviations and conformity between the findings and the
related theories and research findings are discussed with explanation of any unexpected
outcomes and some general recommendations and suggestions on further research are
offered.

Summary of the Findings
The study was conducted with a purpose to determine the relationship between cultural
characteristics and decision-making styles of Thai and foreign principals in Thai and
international schools in Bangkok. Moreover, the research attempted to identify cultural
characteristics, preferred decision-making styles of Thai and foreign principals, and find out
how national culture can affect decision-making style of the principals.

The theoretical framework of the research was based on the cultural dimension model
of Schwartz (1995) which describes three bi-polar dimensions of national culture based on
values (autonomy/ embeddedness, hierarchy/ egalitarianism, mastery/ harmony) which was
composed of seven value-types marking different solutions that cultures use to solve
universal human problems. An additional bi-polar dimension of time orientation (synchronic/
sequential) by Trompenaars (1998) was included in the framework. For the decision-making
style analysis Vroom and Yetton's (1973) normative decision making model was used. The

98

model represents a continuum of five decision making styles (Autocratic I, Autocratic II,
Consultative I, Consultative II, Group) that vary in the degree of subordinates' participation
in decision-making. For the purpose of the study, the five styles were combined into three
(autocratic, consultative and group decision-making style).
Altogether there were 62 participants from two cultural clusters (Thai and AngloSaxon) who are principals of Thai and international schools in Bangkok. Thai sample
included 38 principals from elementary and secondary Thai schools in Bangkok. AngloSaxon sample consisted of 24 principals of international schools who came from the
following countries: 11 from UK, 9 from USA, 2 from Canada and 2 from New Zealand. The
sample was selected using stratified random sampling technique.
The instrument of the research was a Likert-type questionnaire which contained
blocks of questions about demographic data, cultural dimensions and decision-making styles.
Part I consisted of general questions concerned with demographic data (gender, nationality,
education, age, experience as principal, previous international experience, the country of
schooling). Foreign respondents had an additional question related to their length of stay in
Thailand. Part II measured the four cultural dimensions. The questionnaire was adapted from
Schwartz's Portrait Value Questionnaire (PVQ) with additional six questions generated by
the researcher to measure time orientation dimension. Part III contained questions about
decision-making styles (autocratic, consultative, group) based on Vroom-Yetton's model.
Cultural dimensions and decision-making styles were measured using Likert scale questions.
The research instrument was examined and approved by five experts from the fields
of educational research, administration and cross-cultural communication relevant to the
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research objectives. It was then tested in a dry-run study among 30 English-speaking
respondents to determine the reliability, which was computed using Cronbach Alpha
Coefficient (a).
The original English questionnaire was translated into Thai and distributed among the
participants via post. The obtained responses were checked for completeness and fit with the
sample criteria; the valid responses were then analyzed using SPSS 17.0.
Research objectives and hypotheses were the guidelines for the selection of the
appropriate data analyses methods. Descriptive tools, such as frequency distributions and
cross means were employed to describe the respondents' demographic characteristics.
Inferential statistics tools, such as Chi-Square test, Pearson Product moment correlation, and
regression analysis, were used to test the hypotheses and meet the research objectives. The
outcomes of the data analyses were presented in form of tables and diagrams and provided
with description and conclusions.
The findings are summarized in the order of the research objectives and hypotheses
stated in Chapter II.

1. Demographic Characteristics ofRespondents
The demographic characteristics of the respondents were analyzed using descriptive
statistics, such as frequency distribution, means and standard deviations, and were further
used in the hypothesis testing.
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Gender. There are almost equal proportions of male and female respondents among Thai
principals, with a slight prevalence of female principals (58%). Foreign principals were
represented by 92% males and only 8% females.
Nationality. The Thai sample consisted of38 Thai respondents. Among the foreign
principals there were 11 or 17.7% participants from UK, 9 or 14.5% from USA, 2 or 3.2%
from Canada and New Zealand respectively.
Education level. All Thai principals hold advanced degrees, most of which or 81.6% are
Doctoral. The rest of Thai principals have Master degrees. 58.3% of foreign principals have
Master's degree, 29.2% hold Doctoral degree, and only 3 foreign respondents have Bachelor
degree.

Age. The majority of foreign principals or 45.8% are between 40 and 50 years old. Most
Thai principals or 57 .9% are between 50 and 60 years old. The 2 youngest principals were
found among Thai respondents, who are between 34 and 40.
Years ofexperience as principal. There was almost equal number of Thai principals in
each year range with a slightest majority of 21.1 % in 0-3 years and 18.4% in 10-15 years. 10
Thai respondents reported extensive experience of more than 16 years. There were more
foreign principals with 0-3 (37.5%) and 4-9 ( 16. 7%) years of experience, with only 4
respondents with more than 16 years of experience. 9 out of 62 respondents missed this item
and were processed as "missing data". Experience in principal position is related to
professional confidence of the principal in making decisions and the willingness to empower
the followers.
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Previous international experience. The largest group or 84.2% of Thai principals had no
international experience. The vast majority of foreign principals had worked abroad before,
including Thailand. 3 out of 62 respondents did not answer this question and were processed
as "missing data".

Years ofstay in Thailand. 41. 7% of foreign principals spent 0-3 years in Thailand, 33.3%
stayed for 4-9 years, and the rest of the respondents - more than 10 years.

Country ofschooling. 89.5% of Thai principals were educated in Thailand and 10.5% in
USA. Foreign principals received their education in respective countries of their origin or
other Anglo-Saxon countries.

2. Cultural characteristics
Thai principals scored very high on sequential time orientation (4.67), embeddedness (4.43),
egalitarianism (4.40), harmony (4.33) and mastery (4.20). Thai respondents scored similarly
on the dimensions of harmony (4.33) and mastery (4.20). Autonomy (3.79) and hierarchy
(3.50) are relatively high while the score on synchronic (2.833) time orientation is low.
Foreign principals have less extreme results, with only egalitarianism (4.30) and harmony
(4.17) above 4.0 mark. They have high scores on autonomy (3.86) and embeddedness (3.57)
and low on hierarchy (2.75). Foreign principals have moderate scores on mastery, hierarchy
and synchronic time orientation.

3. Decision-making Styles
Thai principals preferred to use group decision-making style (4.00) to consultative (3.50) and
autocratic (3.50) styles. The medians for consultative and autocratic styles are equal (3.50),

102

which indicates that Thai respondents use the two styles in a balanced manner. Foreign
principals, just like their Thai colleagues, scored higher on group decision-making style
(3.67) than on consultative style (3.00) and very low on autocratic style (median 2.87, mode
2.00). Thai principals have higher scores on both autocratic and consultative styles than
foreign principals.
4. Relationship between Thai and foreign principals' demographic profile and their decisionmaking styles

Autocratic style proved to be related to three demographic variables: the level of education,
nationality and the country of schooling. There exists a strong relationship between the level
of education and autocratic decision-making style (Cramer's V = .604). There is a moderate
relationship between the nationality (Cramer's V=.578), country of schooling (Cramer's
V=.585) and autocratic decision-making style. Group decision-making style is related to one
demographic variable: a moderate relationship was found between the length of stay in
Thailand and group decision-making style (Cramer's V= .504). There is no significant
relationship between consultative decision-making style and principals' demographic profile.
5. Relationship between Thai and foreign principals' decision-making styles and their
cultural characteristics.

There exists moderate positive correlation between autocratic decision-making style and the
cultural dimensions of embeddedness, hierarchy, mastery, synchronic and sequential time
orientations. Consultative decision-making style is related to all cultural dimensions have
positive association with. Hierarchy has a strong correlation, sequential and synchronic time
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orientation, embeddedness, mastery and autonomy have moderate correlation, and
egalitarianism and harmony have weak correlation. Group decision-making style showed a
moderate positive correlation with embeddedness, and weak correlation with hierarchy,
egalitarianism and sequential time orientation.
6. Comparison ofthe cultural characteristics of Thai andforeign principals
It was found that there is a significant difference between Thai and foreign principals in the
cultural characteristics of embeddedness, hierarchy, mastery, harmony and sequential time
orientation. Overall the responses of Thai principals were more extreme than those of foreign
participants. Thai principals are characterized by strong sequential time orientation,
embeddedness, harmony, egalitarianism and mastery. The dimensions of harmony and
mastery are almost equal, with a slight outweigh of harmony.
Foreign principals are characterized by strong egalitarianism and harmony. Foreign
principals are similar to Thai principals on the dimensions of autonomy, egalitarianism and
harmony. Foreign principals showed weaker embeddedness, hierarchy and mastery
compared to Thai principals, but they have stronger synchronic time orientation.

7. Comparison of the decision-making style of Thai and foreign principals
Thai principals prefer group decision-making style. They use both autocratic and
consultative decision-m.!lking styles more often than foreign principals. Foreign principals
prefer group decision-making style and avoid autocratic decision-making style.
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Conclusion

For Objective 1: To examine relationship between Thai andforeign principals' decision
making styles and their demographic profile.

Autocratic and group decision-making styles were found to be related to some
demographic variables. It was established that autocratic decision-making style is strongly
positively related to the level of education of principals and moderately related to the
nationality and country of schooling. The conclusion can be drawn that highly educated
principals adopt autocratic style more often. The relationship with the nationality and the
country of schooling supports the assumption that decision making styles vary across
countries. Group decision-making style has a strong positive relationship with the length of
stay in Thailand for foreign principals. Therefore, foreign principals adapt to Thai culture and
become more group-oriented in their decision-making. Consultative decision-making style is
not related to the demographic characteristics of the principals. It means that consultative
style is more neutral and is uniformly adopted both by principals of various age groups,
nationalities, administrative experience and levels of education.

For Objective 2: To examine relationship between Thai andforeign principals' decisionmaking styles and their cultural characteristics

Autocratic decision-making style of Thai and foreign principals has a positive
moderate relationship with the cultural dimensions synchronic time orientation, hierarchy,
mastery, sequential time orientation and embeddedness. It can be concluded that autocratic
leaders combine simultaneous tasks and careful planning and value time commitments.

105

Autocratic decision-making style thrives in cultures that accept the hierarchical social roles
and promote social order and solidarity. Finally, autocratic decision-makers are highly likely
to exist in societies that allow control and assertive action.
Consultative decision-making style of the principals is positively related to all
cultural dimensions (autonomy, embeddedness, hierarchy, egalitarianism, mastery, harmony,
synchronic and sequential time orientation). There exists a strong correlation between
consultative style and hierarchy, moderate correlation with sequential time orientation,
embeddedness, synchronic time orientation, mastery and autonomy. Consultative style has a
weak correlation with egalitarianism and harmony. It means that consultative decisionmaking style is quite neutral; it is quite appropriate and commonly used across nations.
Group decision-making style showed a moderate positive correlation with
embeddedness, and weak correlation with sequential time orientation, hierarchy and
egalitarianism. A conclusion can be made that group decision-making style prevails in
cultures that promote unity of a group, solidarity, social order and maintaining of traditions.
People in such cultures also tend to do one thing at a time, acknowledge hierarchical social
roles but at the same time value justice, loyalty and responsibility.
For Objective 3: To compare cultural characteristics of Thai and foreign principals
Thai and foreign principals differ in cultural characteristics of embeddedness,
hierarchy, mastery, harmony and sequential time orientation. Generally, it was observed that
Thai respondents tended to select more extreme responses than foreign respondents. Thai
principals are characterized by strong sequential time orientation, embeddedness, harmony,
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egalitarianism and mastery. Therefore, it can be inferred that Thai principals prefer doing one
thing at a time, are group-oriented, can be equally assertive and non-assertive, and value
justice, honesty and loyalty. Foreign principals are characterized by strong egalitarianism and
harmony, which means that they highly value equality, social justice, honesty, and are
generally not self-assertive. Foreign principals are similar to Thai principals on the
dimensions of autonomy, egalitarianism and harmony. Foreign principals showed weaker
embeddedness, hierarchy and mastery compared to Thai principals, but they have stronger
synchronic time orientation. It means that foreigners are more individualistic, do not value
social hierarchies, are mostly not self-assertive and are apt to performing simultaneous tasks.

For Objective 4: To compare decision-making styles of Thai and foreign principals.

The decision-making styles of Thai and foreign principals are significantly different.
Thai principals tend to use group decision-making style. They also demonstrate a balanced
use of both autocratic and consultative styles. Foreign principals tend to use group decisionmaking style. They often consult with the subordinates but seldom adopt autocratic decisionmaking style.
When comparing the responds of Thai and foreign principals, the following conclusions
can be made:
1. Both Thai and foreign principals prefer group decision-making style.
2. Thai principals adopt autocratic style more often compared to foreign principals
3. Both Thai and foreign principals often adopt consultative style.
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Discussion
1. Relationship between Thai and foreign principals' demographic profile and their decisionmaking styles

The results of the Chi-square test of the relationship between decision-making styles and
demographic variables indicate that a principal's level of education, nationality, country of
schooling and length of stay in Thailand have a significant relationship with the decisionmaking styles (autocratic and group). However, no relationship was found between
consultative decision-making style and demographic characteristics of the respondents.

/

The research found that autocratic decision-making style is strongly positively related
to the level of education of principals and moderately related to nationality and country of
schooling. The relationship between the level of education and decision-making style is in
line with previous findings (Yousef, 1998; Ali, 1989; Heller and Yuki, 1969). The reviewed
literature did not yield any evidence to support the finding about correlation between the
country of schooling and decision-making style. However, it can be deduced that the relation
between cultural values and the country of schooling would reflect the relation between
values and the nationality because schools are the critical agents of cultural transmission
(Hallinger, 1998).
The study established that group decision-making style is strongly related to the
length of stay in Thailand for foreign principals. It is a very interesting finding and can be
related to two factors: the impact oflocal culture and specifics of the industry. The high
embeddedness of Thai culture and the phenomenon of acculturation of foreign principals to
Thai culture were discussed in Chapter I. On Schwartz's (1995) cultural dimensions map
Thailand has higher embeddedness than UK and USA, which maintains that Thais tend to
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identify with group and its goals. We can assume that foreigners exposed to Thai culture
adjust their behavior, including their decision-making, to be more group-oriented. Similarly,
Hofstede (1984) found that the Thais are collectivistic culture, which means that they value
interests of the group versus interests of the individual, while the Americans and British are
highly individualistic societies. As for the second factor, school culture is much more
embedded and as stronger traditions compared to other sectors of society.
2. Relationship between Thai andforeign principals' decision-making styles and their
cultural characteristics.
Results of the study reveal that autocratic decision-making style of Thai and foreign
principals has a positive moderate relationship with the cultural dimensions of synchronic
time orientation, hierarchy, mastery, sequential time orientation and embeddedness. Both
synchronic and sequential time orientations are related to autocratic style, which means that
principals who adopt autocratic style combine doing several things at the same time and
careful planning but value time commitments (Trompenaars,1998). The relationship between
autocratic style and the dimensions of hierarchy and mastery are consistent with the
description of these dimensions by Schwatz (1995) and autocratic style by Yetton (1973).
Hierarchy is associated with strong authority, social power and wealth, while mastery is
ascribed by ambition, daring and desire for success and influence. These values are
consistent with the idea that autocratic leaders make decisions by themselves and use their
followers to obtain the necessary information. It is also in line with Hofstede's (1984, 2005)
findings stating that high power-distance (equivalent of strong hierarchy) in organizations is
demonstrated through strong centralization and authoritative decision-making. In low powerdistance (equivalent of weak hierarchy) cultures organizational members prefer consultative
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decision-making style. In societies with high masculinity (equivalent of strong mastery)
decisions are made by individuals rather than through consensus. The correlation between
embeddedness and autocratic style reflects the expectations of autocratic leaders from the
followers. Autocratic leaders expect people to follow, be submissive and suppress their
individuality.
Results indicate that consultative decision-making style of the principals is positively
related to all cultural dimensions (autonomy, embeddedness, hierarchy, egalitarianism,
mastery, harmony, synchronic and sequential time orientation) at various degrees of
correlation. Consultative style by definition involves communication, consultation, listening
to others' suggestions but retains the leader's authority in making decisions, which explains
the finding that all values included in cultural characteristics of respondents in one way or
another correlate to this "neutral" decision-making style.
Finally, it was found that group decision-making style had a moderate positive
correlation with embeddedness, and weak correlation with sequential time orientation,
hierarchy and egalitarianism. According to Schwartz (1995), embeddedness is expressed
through maintaining group traditions and solidarity and restraining potentially disruptive
actions, which is associated with the group decision-making style where the leader will try to
please the group and find a solution that has the support of the entire group. The correlation
with hierarchy can be explained by the expectations of the society from people in the roles of
leaders and subordinates because hierarchy emphasizes authority and power. The correlation
with egalitarianism is supported by Schwartz's classification of cultural dimensions because
egalitarianism means involves equality, social justice and social cooperation.
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3. Comparison ofthe cultural characteristics o/Thai and foreign principals
Research indicates that Thai principals are characterized by strong sequential time
orientation, embeddedness, harmony, egalitarianism and mastery, which does not completely
support the hypothesis and findings of previous research. Schwartz states that embeddedness
and hierarchy are both high in the Southeast Asian cultures, while the research shows that
Thais scored high both on embeddedness and on egalitarianism, the opposite of hierarchy.
Foreign principals are characterized by strong egalitarianism and harmony, which is
also not in line with Schwartz's map of English-speaking countries' cultural dimensions,
which should be characterized by strong autonomy and mastery. The emphasis on harmony
and egalitarianism moves this group of countries to the West Europe group on Schwartz's
map.
Foreign principals showed weaker embeddedness, hierarchy and mastery compared
to Thai principals, which finds support in the Schwartz's cultural dimensions theory. They
also have lower sequential time orientation compared to Thais, which indicates that foreign
principals are more able to perform multiple tasks simultaneously, while Thais need to finish
one task before starting another one.
The contradictions between the results and previous research findings only support
the idea of Schwartz (2007) who stated that:
Cultures are never fully integrated and coherent. Different institutions within societies
give more emphasis to orientations compatible with their functions (e.g., hierarchy in
armies, embeddedness in families, mastery in markets, intellectual autonomy in
universities). Ethnic, occupational, religious, and other sub-groups within societies
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may experience different cultural pressures and develop different value preferences.
These differences induce social tension, conflict, and change. One-time, static
measures of the overall culture of a country are therefore somewhat problematic.

(p. 50)
The research focused on one occupational sub-group- principals - which although
represents some cultural trends of the nation, can still develop specific deviations from the
mainstream culture, which is explained by the functions, system and role of schools.

4. Comparison of the decision-making styles of Thai andforeign principals
It was found that the decision-making styles of Thai and foreign principals are significantly

different, which is in line with the findings of the previous research (Hofstede, 2005; Tayeb,
1997;

Swiercze~

1991; Ali et al., 1995; Yousef, 1998; Petzall and Willis, 1996). However,

the research findings related to the differences in decision-making styles of Thai and foreign
principals should be treated with caution due to the limitations of the study. The sample of
foreign principals may not represent the most typical foreign administrators because of their
exposure to Thai and other foreign cultures. Moreover, the Western theoretical constructs
used in this study may differ from the indigenous perceptions ofleader behavior. Finally, the
situational factors continue influence the choice of decision-making style (Pascale, 1978;
Smith, 1992; Negandlii, 1983).
Thai principals preferred group decision-making style, which contradicts the findings
of previous research in South-East Asia (Swiercze~ 1991 ). The fact that Thai mean of group
decision-making style is very high (4.11) supports the finding of Petzall and Williams (1996)
that Thai respondents preferred the decision-making style which avoids conflict, is outwardly
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pleasant and seeks acceptance. The preference of group decision-making style corresponds to
its correlation with the cultural dimension of embeddedness, which was found to be
characteristic of Thai culture. Moreover, Thais also scored equally high on both autocratic
and consultative styles, which can be interpreted as a balanced use of both styles and is
referred to such cultural characteristics as mastery, egalitarianism and harmony respectively.
Results reveal that foreign principals as well favored group decision-making style
more than other styles. This finding is not consistent with previous research (Ali, 1995)
where foreign managers were found to use consut.,.tive style. Furthermore, it was found that
foreign principals practically avoid using autocratic decision-making style.
Results indicate that both Thai and foreign principals preferred group decisionmaking style, which poses a question of the degree of cultural relevance in decision-making.
However, as it was mentioned in Chapter II, industry can affect the decision-making of the
leaders. Because the main purpose of the research was to study the interaction of culture and
decision-making styles in educational context, we can assume but not test that school
organization has an impact on human values and, consequently, decision-making behavior.
National culture encompasses the institutional context but there are certain interactions
between them (Hallinger, 1998). The role and functions of schools in a society shape a very
distinct organizational value system different from business enterprises. Schools are highly
social units, where collectivism, social equality, honesty and tradition are valued and
transmitted across national cultures. Thus, we may find more similarities in values of people
involved in the same industry than differences between their cultural values.
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However, the findings of the study should be treated with care because firstly, principal's
choice of a decision-making style is still heavily dependent on situational factors, and
secondly, the terms "autocratic", "consultative" and "group" may be interpreted differently in
these cultures. For example, "deciding as a group" in Thai culture may not always mean "do
not interfere in the decision of the group". Foreign principals reported to give their followers
a lot if independence in decision-making as well, opting for group style. Foreign principals
often adopt consultative style, which means that they get suggestion and information from
subordinates and then decide by themselves. They will seldom decide alone and only inform
about their decision. Consequently, Thai and foreign teachers have different expectation
about principal's decision-making style. Thais are used to more autocratic decision-making
and may be not ready for having as much participation in decision-making as foreigners.
To sum it up, it is very important to note that these recommendations are two-way
suggestions. That is, if the principals of certain culture behave and make decisions in a
certain way, this will be projected on the way they expect others to think and behave, which
consequently shape their leadership and decision-making style. Therefore, we need to
remember that culture is a "lens" through which we see the world. The direct influence of
national culture on decision-making is not always possible to capture using quantitative tools.
The results of the study did not reveal clear influence of all cultural dimensions on decisionmaking styles; nevertheless, such outcomes as differences in decision-making styles and
cultural dimensions, and relation between nationality and decision-making style, must not be
ignored. They suggest that culture does influences human behavior but in an implicit, subtle
way.
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Recommendations
1. To Principals and Teachers

1.1 According to Objective 1 "To examine relationship between decision-making
styles and demographic profile of Thai and foreign principals". Highly educated
principals adopt autocratic style more often. Foreign principals adapt to Thai culture and
become more group-oriented in their decision-making the longer they work in Thailand.
Therefore, the following is recommended:
1.1.1 Teacher empowerment. Principals need to consider possibilities to delegate
some of their decision-making power to teachers, which will make a good use of their
professional expertise in the matters of teaching and learning and school improvement.
Teacher empowerment does not equate to losing ofprincipal's authority, but rather means
higher levels of involvement, trust and feeling of ownership for the teaching staff. Effective
principals should treat teachers like a team rather than just followers, and promote teamwork
between teachers and administrators.
1.1.2 Mentoring system for principals and teachers hired from abroad. It can be
suggested that the newly appointed principals, especially if they are hired from outside
Thailand, should be assigned a mentor among the foreign principals who have had lived and
worked in this country for a while. They need to be able to communicate with and observe
such principals in action to learn certain behavioral patterns during their interaction with
Thais. The same recommendation can be given to the internationally hired teachers, who
need to be provided not only with professio:ial induction and support but also a mentor
chosen from the foreign teachers who have been exposed to this culture.
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1.2 According to Objective 2 "To examine relationship between decision-making
style and cultural characteristics of Thai and foreign principals". Decision-making styles
are positively related to cultural characteristics of principals. Autocratic leaders combine
simultaneous tasks and careful planning and value time commitments; they exist in cultures
that accept the hierarchical social roles and promote social order and solidarity, allow control
and assertive action. Consultative decision-making style is neutral and commonly used across
nations. Group decision-making usually prevails in cultures that promote unity of a group,
solidarity, social order, and traditions, doing one thing at a time, and value hierarchical social
roles but at the same time justice, loyalty and responsibility. Based on this finding, it is
recommended to:
1.2.1 Develop mutual understanding and effective communication between Thai and
foreign teacher and administrators. Schools should organize cultural trainings and social
events for both Thai and foreign teachers and administrators to promote effective
communication and mutual understanding of perceptions and expectations of both sides.
Principals also must establish open communication of their expectations from the teachers
more clearly and frequently, as well as directly explain who will make a decision in a certain
situation and how they usually go about making decisions.

1.3 According to Objective 3 "To compare cultural characteristics between Thai
principals and foreign principals". Many cultural characteristics of Thai and foreign
principals are significantly different, such as embeddedness, mastery, harmony, hierarchy
and sequential time orientation. This implies that Thai and foreign principals have different
perceptions of behavior and concepts, which can bring about misunderstanding, illusive
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expectations and even frustration. To prevent these from happening and improve leadership
effectiveness in a multicultural setting, it can be recommended to:
1.3.1 Create awareness of and convey values clearly and frequently. Both Thai and
foreign principals must be clear about their personal and cultural values and those of their
school and convey them accurately and frequently when writing policies, hiring new teachers
and during the regulc. . .. staff meetings. They need to make sure that the teachers understand
what behavior is expected from them in order to make them feel more confident and selfsufficient. Thai and foreign principals must know the values that are shared by both cultures,
such as moral equality and justice among an the staff and administration, and reinforce them
for creating harmony among the multicultural staff.
1.3.2 Emphasize on teamwork. Both Thai and foreign principals should encourage
teamwork because group is an important social unit in Thai culture, which is supported by
the findings of this study. In big business corporations team is practicaJJy becoming anew
organizational unit, because it proves to be more efficient than an individual. Schools should
pay attention to the experience and research from other industries related to the teamwork
phenomenon.

1.4 According to Objective 4 "To compare decision-making styles of Thai and
foreign principals". The decision-making styles of Thai and foreign principals are
significantly different. Both Thai and foreign principals prefer group decision-making style
and often adopt consultative style. Thai principals adopt autocratic style more often
compared to foreign principals. The recommendation foHowing from the findings will be:
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1.4.1 Professional development for Thai and foreign principals. A training program
on effective decision-making and management in multicultural context should be organized
and offered to both Thai and foreign principals to enhance their leadership and management
skills. For this purpose the expertise of international managers from other industries could be
of great use. Moreover, seminars and workshops among Thai and foreign principals can be
arranged to create channels cultural and professional experience exchange.

1.4.2 International exposure for Thai principals. Thai principals are highly
recommended to visit schools in Western countries in order to gain more extensive
international experience and exposure. This could be developed into a national level
principals' professional development program and could find funding support from foreign
governments.

2. To Future Researchers
There are a few recommendations that the following research should take note of:
2.1 Methodology. It is highly recotr'::~ended that further research should be conducted
with a larger scope, for example at the country level. It would be interesting but more
complicated and resources consuming to obtain foreign sample directly from one of the
Western countries. Additionally, at the stage of data collection the researcher needs to seek
help of some authorities or personal friends to obtain the information from the respondents.
Getting a response to a questionnaire from a principal is very difficult; the researcher is more
likely to succeed with the use of personal contact or an authority. It is recommended to use
only short single sentences when constructing questionnaires and the items measuring
decision-making styles should be contextualized.
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2. 2 Perception of followers. The study was based on self-reported decision-making
styles. It can be developed in a more in-depth and more complicated study to elicit the
perceptions of fo Bowers about principals' decision making styles in order to create a more
comprehensive profile of the leaders' decision-making styles and their interplay with the
cultural characteristics.
2.3 Relation between the national culture and industry specifics. It would be of particular
interest to study the relationship between national culture and industry-specific culture. The
results of the study concerning cultural orientations of school leaders differ from those
conducted in other industries, such as business and manufacturing enterprises. We suggest
that further research is needed to examine how the values in educational industry differ from
other sectors and whether they affect underlying cultural values. This can be done by
studying and comparing representatives of particular national groups in different types of
industry.
Finally, the relationship betwP~n national culture and leadership in educational
administration remains a poorly examined field. Therefore, future researchers are strongly
encouraged to explore this issue in the context of educational institutions of all levels.
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Appendix A
Content validity was verified by the five experts:
1. Dr. Sangob Laksana
Dean, Program Director M.Ed. (EDEA)
Graduate School of Education
Assumption University
l . Dr. Supit Karnjanapun
Associate Professor of Education
Grnduate School of Education
Assumption University
2. Dr. Wipa Mhunpiew
Program Director of Graduate Diploma in Education
Graduate School of Education
Assumption University
3. Dr. Gilbert Valentine
Tertiary Education Officer
Education Department
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South Pacific Region
Adventist Church
4. Dr. Bro. Thomas Oldenski
Associate Professor
School of Education and Allied Professions
University of Dayton
Dayton, Ohio

Translation of the questionnaire from English into Thai by
Ms. Apikoonchanan Phuthawonsap
Assistant Managing Director
Charter International School, Bangkok
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This questionnaire consists of 3 parts; please, make sure to respond to each item.
Throughout the questionnaire, please, be honest about your choices because there are no right
or wrong answers.

Part I: Demographic profile
Please check (X) the box next to the appropriate answer.
1. Gender:
2. Nationality:

3. Education (highest degree held):

0
D

Male

0
0

Certificate/Diploma

Thai

D
D

Bachelor Degree

Female
American

0
0

0

British

Master Degree
Doctoral Degree

For the following question write in the space provided.
4.Age:~~~~~~-

5. Years of experience as principal:
6. Years of previous international experience:

7. Years of stay in Thailand: _ _ _ _ _ __
8. In what country did you complete most of your schooling?

Part II: Cultural Dimensions
In this part you are presented with descriptions of a person. Read each description carefully
and circle the number reflecting how much this person resembles you.
How much like you is this person?
1= absolutely not like me

2= not like me 3= a little like me

4= like me

5= very much like me

continue
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Cultural dimension items
1. Thinking up new ideas and being creative is important.
Likes to do thinl!S in one's own original way.
2. It is important to be rich - to have a lot of money and
expensive thinl!S.
3. It is important that every person in the world be treated
equally; justice for everybody, even for people one doesn't
know.
4. It is very important to show one's abilities so that people
admire what one does.
5. It is very important to do one thing at a time. Finishing one
task before starting another.
6. It's important to be interested in things, to be curious and
to trv to understand all sorts ofthinl!S.
7. It is important to live in secure surroundings - avoid
anything that might endaneer one's safety.
8. Likes surprises and is always looking for new things to do.
It is important to do lots of different thinl!S in life.
9. Believes that people should do what they're told - follow
rules at all times, even when no-one is watching;.
10. Prefers doing several things at the same time. It is
important to accomplish them all no matter in what sequence.
11. It is important to listen to people who are different from
oneself. Even disagreeing with them, one still wants to
understand them.
12. Believes it's important not to ask for more than what you
have. People should be satisfied with what they have.
13. Having a good time is important. Likes to "spoil" oneself.
14. Does not like when people are late. It is very important to
be punctual.
15. It is important to adapt to nature and to fit into it Believes
that people should not chanee nature.
16. It is important to make one's own decisions about what
one does. Likes to be free to plan and to choose activities for
oneself.
17. It's very important to help the people around. Wants to
care for other oeoole.
18. Being very successful is important. Likes to impress other
people.
19. Believes that careful planning is very important Tries to
plan in advance and keep to the schedule as much as oossible.
20. It is very important that one's country be safe from threats
from within and without Concerned that social order be
protected.
21. Looks for adventures and likes to take risks. Having an
exciting life is very important

Absolutely
not like me

Not
like
me

A little
like me

Like
me

Very
much
like me

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

5

1
1

2
2

3

5

3

4
4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

5

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

I

continue
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Cultural dimension items

Absolute)
y not like
me

Not
like
me

A little
like
me

Like
me

Very
much
like me

22. Time commitments are desirable rather than absolute.
Being late does not bother him/her too much.
23. It is important to respond to the needs of others and to
suooort people one knows.
24. It is important always to behave properly. Avoids doing
anything people would say is wrong.
25. Being ambitious and showing one's capabilities is
important.

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

26. Thinks it is important to be in charge and tell others what
to do so that oeople to do what one says.
27. It is important that things be organized and clean.

1

2

3

4

s

1

2

3

4

s

28. Believes that plans can be easily changed and adjusted.
Careful planning is not always necessary.
29. It is important to be obedient Believes one should always
show respect to the parents and to older people.
30. It is important to be loyal to friends. Wants to devote
oneself to close oeople.
31. Strongly believes that people should care for nature.
Looking after the environment is important.
32. Getting ahead in life is important. Strives to do better than
others.
33. It is important to be independent. Likes to rely on oneself.

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

34. Wants to be the one who makes the decisions and to be
the leader.

1

2

3

4

s

35. Seeks every chance to have fun. It is important to do
thin!!S that brinR pleasure.
36. Believes all the worlds' people should live in harmony.
Promoting peace among all groups in the world is important.
37. Social status is very important and more valuable than
money or comfort.

1

2

3

4

s

1

2

3

4

s

1

2

3

4

s

continue
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Part Ill: Decision Making Style
This part contains statements about decision making styles. Next to each statement, circle the
number that represents bow strongly you feel about the statement.

1=almost never

2= seldom

3= sometimes 4=very often

5=almost always

ISeldom I Someti
I Very
often
mes

l

Decision-making style

Almost
never

1. You solve the problem or make the decision
yourself, using information available to you at the
time.
2. You share the problem with relevant followers
individually, getting their ideas and suggestions,
but make the decision that may or may not reflect
your followers influence.
3. You share a problem with your followers as a
group and together you generate and evaluate
alternatives and attempt to reach consensus on a
solution.
4. You obtain the necessary information from
your follower(s), then decide on the solution to
the problem yourself.
5. You share the problem with your followers as a
group, collectively obtaining their ideas and
suggestions but make the decision that may or
may not reflect your followers influence.
6. Your role in group decision-making is much
like that of chairperson of a group.
7. You may or may not tell your follower(s) what
the problem is in getting information from them.

1

2

3

4

5

1

2

3

4

s

1

2

3

4

s

1

2

3

4

5

1

2

3

4

s

1

2

3

4

5

1

2

3

4

s

8. You try not to influence the group to adopt
"your" solution, and you are willing to accept and
implement any solution that the entire group
supports.
9. The role played by your followers in making
the decision is clearly one of providing the
necessary information to you, rather than
generating or evaluating alternative solutions.

1

2

3

4

5

1

2

3

4

s

~ND OF QUESTIONNAIRE
THANK YOU!

Almost
always
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Portrait Value Questionnaire by Schwartz S. H.
Recommendations for 40 PVQ Items

BENEVOLENCE
12. It's very important to him to help the people around him. He wants to care for other
people.
18. It is important to him to be loyal to his friends. He wants to devote himself to people
close to him.
27. It is important to him to respond to the needs of others. He tries to support those he
knows.
33. Forgiving people who might have wronged him is important to him. He tries to see what
is good in them and not to hold a grudge.

UNIVERSALISM
3. He thinks it is important that every person in the world be treated equally. He wants justice
for everybody, even for people he doesn't know.
8. It is important to him to listen to people who are different from him. Even when he
disagrees with them, he still wants to understand them.
19. He strongly believes that people should care for nature. Looking after the environment is
important to him.
23.He believes all the worlds' people should live in harmony. Promoting peace among all
groups in the world is important to him.
29. He wants everyone to be treated justly, even people he doesn't know. It is important to
him to protect the weak in society.
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40. It is important to him to adapt to nature and to fit into it. He believes that people should
not change nature.

SELF-DIRECTION
1. Thinking up new ideas and being creative is important to him. He likes to do things in his
own original way.
11. It is important to him to make his own decisions about what he does. He likes to be free
to plan and to choose his activities for himself.
22. He thinks it's important to be interested in things. He likes to be curious and to try to
understand all sorts of things.
34. It is important to him to be independent. He likes to rely on himself.

STIMULATION
6. He thinks it is important to do lots of different things in life. He always looks for new
things to try. ·
15. He likes to take risks. He is always looking for adventures.
30. He likes surprises. It is important to him to have an exciting life.

HEDONISM
I 0. He seeks every chance he can to have fun. It is important to him to do things that give
him pleasure.
26. Enjoying life's pleasures is important to him. He likes to 'spoil' himself.
37. He really wants to enjoy life. Having a good time is very important to him.

ACHIEVEMENT
4. It's very important to him to show his abilities. He wants people to admire what he does.
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J3. Being very successful is important to him. He likes to impress other people.
24. He thinks it is important to be ambitious. He wants to show how capable he is.
32. Getting ahead in life is important to him. He strives to do better than others.

POWER
2. It is important to him to be rich. He wants to have a lot of money and expensive things.
17. It is important to him to be in charge and tell others what to do. He wants people to do
what he says.
39. He always wants to be the one who makes the decisions. He likes to be the leader.

SECURITY
5. It is important to him to live in secure surroundings. He avoids anything that might
endanger his safety.
14. It is very important to him that his country be safe from threats from within and without.
He is concerned that social order be protected.
21. It is important to him that things be organized and clean. He doesn't want things to be a
mess.
31. He tries hard to avoid getting sick. Staying healthy is very important to him.
35. Having a stable government is important to him. He is concerned that the social order be
protected.

CONFORMITY
7. He believes that people should do what they're told. He thinks people should follow rules
at all times, even when no-one is watching.
16. It is important to him always to behave properly. He wants to avoid doing anything
people would say is wrong.
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28. It is important to him to be obedient. He believes he should always show respect to his
parents and to older people.
36. It is important to him to be polite to other people all the time. He tries never to disturb or
irritate others.
TRADITION
9. He thinks it's important not to ask for more than what you have. He believes that people
should be satisfied with what they have.
20. Religious belief is important to him. He tries hard to do what his religion requires.
25. He believes it is best to do things in traditional ways. It is important to him to follow the
customs he has learned.
38. It is important to him to be humble and modest. He tries not to draw attention to himself.
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AppendixE
Summary of the Research Findings

Summary of the research process
Population and
sample

Population: Thai and foreign principals from Thai and international schools in Bangkok
(general education).
Sample: 100Thai and 53 foreign principals

Instrument

Questionnaire: demographic profile; cultural dimensions and decision-making styles
(Likert-type).

Data analysis

Descriptive statistics and inferential statistics (Chi-square)

Results

1.
2.

Conclusions

1.
2.

Discussion

1.
2.

Recommendations

Autocratic style: strong relationship with the level of education; 1noderate relationship
with nationality and. country of schooling.
Group style: strong relationship with the length of stay in Thailand
Highly educated principals adopt autocratic style more often; decision making styles
vary across countries.
Foreign principals adapt to Thai culture and become more group-oriented in their
decision-making.
Consistent with previous fmdings on decision-making (Yousef, 1998; Ali, 1989;
Hofstede, 1984).
Evidence of the process of cultural adaptation.

l. Teacher empowerment through delegation of some decision-making power from principals to
teachers 2. Mentoring system for principals and teachers hired from abroad from those who have had ·
lived and worked in Thailand.

Summary of the research process
Population and
sample

Population: Thai and foreign principals from 912 Thai and 70 international schools in Bangkok (general
education).
Sample: lOOThai and 53 foreign principals

Instrument

Questionnaire: demographic profile; cultural dimensions and decision-making styles (Likert-type).

Data analysis

Inferential statistics (Pearson Product moment correlation)

Results

1.
2.
3.

Conclusions

1.

2.
3.

Autocratic style: moderate positive correlation with synchronic time orientation, hierarchy,
mastery, sequential time orientation and embeddedness.
Consultative style: positive correlation to all dimensions.
Group style: moderate positive correlation with embeddedness; weak- with sequential time
orientation, hierarchy, egalitarianism.

Autocratic leaders perform simultaneous tasks, but stick to plans and schedules. They often exist in
cultures that accept the hierarchical social roles, social order and solidarity; control and assertive
action.
Consultative style is neutral; it is appropriate and commonly used across nations.
Group leaders usually exist in cultures that promote unity of a group, solidarity, social order; tend
to do one thing at a time and value time commitments; accept hierarchical social roles but also value
justice, loyalty and responsibility.

Discussion

Consistent with the existing cultural dimension theories (Schwatz, 1995; Hofstede, 1984, 2005).

Recommendations

3. Develop mutual understanding and effective communication between Thai and foreign teacher and
administrators through cultural trainings and open channels of communication.

Summary of the research process
Population and
sample

Population: Thai and foreign principals from 912 Thai and 70 international schools in Bangkok (general
education).
Sample: tOOThai and 53 foreign principals

Instrument

Questionnaire: demographic profile; cultural dimensions(Likert-type).

Data analysis

Inferential statistics (independent-samples t-Test )

Results

1.
2.
3.
4.

No difference: autonomy, egalitarianism and synchronic time orientation.
Thais: high sequential time orientation, embeddedness, harmony, egalitarianism and mastery.
Foreigners: high egalitarianism and harmony.
Foreigners vs. Thais: lower embeddedness, hierarchy, mastery and sequential time orientation.

Conclusions

1.

Thais: do one thing at a time, group-oriented, equally assertive and non-assertive; value justice,
honesty and loyalty.
Foreigners: value equality, social justice, honesty and are generally not self-assertive.
Foreigners vs. Thais: more individualistic, disregard to social hierarchies, are not self-assertive; apt to
performing simultaneous tasks.

2.
3.
Discussion

1.
2.
3.

Recommendations

Does not fully support the existing profile of SEA countries (Schwartz, 1995)
Does not fully support the existing profile of English-speaking countries (Schwartz, 1995) and close
to West Europe.
Mostly consistent with the cultural dimensions studies (Schwartz, 1995; Hofstede, 1984)

4. Create awareness of and convey personal and cultural values clearly and frequently; r~inforce common
values. 5. Emphasize on teamwork.

Comparison of cultural dimensions ofThai and foreign
principals.
III Thai principals

• foreign principals

4.39
4 ~ 23

Summary of the research process
Population and
sample

Population: Thai and foreign principals from 912 Thai and 70 international schools in Bangkok (general
education).
Sample: lOOThai and 53 foreign principals

Instrument

Questionnaire: demographic profile; decision-making styles (Likert-type).

Data analysis

Inferential statistics (independent-samples t-Test )

Results

1.
2.
3.

All decision-making styles are significantly different.

Conclusions

1.
2.
3.

Both Thais and foreigners prefer group decision-making style.
Thais use autocratic style more often than foreigners.
Both Thai and foreign principals often adopt consultative style.

Discussion

1.

Supports previous research (Hofstede, 2005; Tayeb, 1997; Swierczek, 1991; Ali, 1995; Yousef, 1998)
Contradicts the findings on managers inSEA(Swierczek, 1991) but in line with cultural dimensions.
Not consistent with previous findings in industry (Ali, 1995).

2.
3.
Recommendations

Thai principals: prefer group style; balanced use of autocratic and consultative styles.
Foreign principals: prefer group decision-making style; often consult but avoid autocratic style.

6. Professional development for Thai and foreign principals in form of a training program on effective dectsionmaking and management in multicultural context, as well as seminars and workshops to facilitate culture and
experience exchange. 7. International exposure for Thai principals. Thai principals are highly recommended to
visit schools in Western countries; can be developed into a national level principals' professional development
program.

Comparison of Decision-making Styles offhai and Foreign Principals
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Cultural Dimensions ofThai Principals
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Cultural Dimensions of Foreign Principals
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Rel!eal'ch Objective

#I. To examJne relatlomhip
between decision-making styles
and demographic pro61e of Thai
and foreign principals

#2. To examine relatiouhip between cledaionmaking .tylee and cultural daaracteriatia of Thai
and foreign prtnc1pal1.

#3. To compare cultural

#4. To compare dednon-makiag .tylea of Thai

characteriatia of Thai principals and
foreign principals.

principals and foreign principals.

Population: Thai and foreign principals from Thai and international schools ln Bangkok (general education).
Sample: IOOThai and 53foreigl' principals

Population and
sample

Questionnaire: demographic profile; cultural dimensioM and decision-making styles (Ukert-typc).

Instrument

Inferential statistics (independent-samples t-Test)

Data analysis

Descriptive statistics and
Inferential statistics (Chi-sq~ ·e)

Inferential statistics (Pearson Product moment correlation)

Resultll

Autoaadc: strong relationship with
the level of education; moderate
relationship with natlonillty and
country of schooling.
Group style: strong relationship
with the length of stay In
Thailand.

Autoaadc: moderate positive correlation with synchronic
time orientation, hierarchy, mastery, sequential time
orientation and embeddedness.
Consu/uidve: positive with all dimellllions.
Group: moderate positive correlation with embeddedness;
weak-with sequential time orientation, hierarchy,
egalitarianism.

No dijfuence: autonomy, egalitarianism and
synchronic time orientation
Thais: sequential time orientation,
embeddedness, harmony, egalitarianism and
mastery.
foreignas: egalitarianism and harmony.
Foreignen ... Thau: lower cm beddedncss,
hierarchy, mastery, sequential time
orientation.

All decision-making styles are significantly different.
Thais: prefer group style; balanced use of autocratic and
consultative styles.
Foretgnm: prefer group decision-malcing style; often
consult but avoid autocratic style

Conclusions

t .Highly educated principals
adopt autocratic style more often;
decision making styles vary across
countries.
2.Foretgn principals adapt to Thai
culture and become more grouporientcd in their decision-making

t . Autocratic leaden perform simultaneous tasb, but stick

t. Thais: do one thing at a ttme, grouporiented, equally assertive and nonassertive; value justice, honesty and loyalty
2. Foreigners: value equality, social justice,
honesty and are generally not self-assertive
3. foreigners vs. Thais: more individualistic,
disregard to social hierarchies, are not self.
assertive; apt to performing simultaneous

I. Both Thais and foreigners prefer group decislonmaldng style
2. Thais use autocratic style more often than foreigners
3. Both Thai and foreign principals often adopt
consultative style

Discussion

l . Consistent with previous
findings on decision-making
(Yousef, l998;Ali, 1989;
Hofstede, 198+).
2. Evidence of the process of
cultural adaptation.

to plans and schedules. They often exist In cultures that

accept the hieran:hical social roles, social order and
solidarity; control and assertive action
2. Consultative style is neutral; it is appropriate and
commonly used across nations
3. Group leaden exist in cultures that promote unity of a
group, solidarity, social order; tend to do one thing at a
time and value time commitments; accept hierarchical
social roles but also value justice, loyalty and responsibility

I &2 Consistent with the existing ~tural dimension
theories (Schwatz, 1995; Hofstede, 198+, 2005).

·..

Recommendations

I , T eacber empowerment
through delegation of some
decision-making power from
principals to teachers 2.
Mentoring system for principals
and teachers hired from abroad
from those who have bad lived
and worked in Thailand.

·.

3. Develop mutual understanding and d'fcctive
communication between Thai and foreign teacher
and administraton through cultural trainings and
open channels of communication.

tasks

I . Does not fully support the existing profile
of SEA countries (Schwartz, 1995)
2, Does not fully support the existing profile
of English-speaking countries (Schwartz,
J995)and close to West Europe
3. Mostly consistent with the cultural
dimensions studies (Schwartz, 199S;
Hofstcde, 198+)

I. Supports previous research (Hofstede, 2005; Tayeb,
1997;Swierczek, 199l;Ali,t99S;Yousef, 1998)
2. Contradicts the findings on managers In
SEA(Swierczek, 1991) but in line with cultural
dimensions
3. Not consistent with previous findings In Industry (Ali,
1995)

+. Create awareness of and convey personal
and cultural values clear! y and frequently;
reinforce common values. 5. Emphasize on
teamwork.

6. Professioual development for Thai and foreign
principals In fonn of a training program on effective
decision-maklng and management in multicultural
context, as well as seminars and workshops to facilitate
culture and experience exchange. 7 . International
exposure for Thai principals. Thai principals are highly
recommended to visit scbools in Western countries; can
be developed Into a national level principals' professional
development program.
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