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CHAPTER I 

INTRODUCTION 

Purpose of the Study 

Trade unions, governments, business corporations, political 

parties, schools, and the like are formal structures tn the sense that 

they represent rationally ordered instruments for the achievement of 

stated goals. "Organization," we are told, "is the arrangement of 

personnel for facilitating the accomplishment of some agreed purpose 

through the allocation of functions and responsibilities. 111 Or, de-

fined more generally, formal organization is "a system of consciously 

') 

coordinated activities or forces of two or more persons."~ Viewed in 

this light, formal organization is the structural expression of 

rational action. The mobilization of technical and manaterial skills 

requires a pattern of coordination, a systematic ordering of positions 

and duties which defines a chain of command and makes possible the 

administrative integration of specialized functions. 

Rational action systems are characteristic of both individuals 

and organizations. The conscious attempt to mobilize available inter-

nal resources (e.g., self-discipline) for the achievement of a stated 

goal-referred to here as an economy or a formal system-is one aspect 

of individual psychology. But the personality considered as a dynamic 

system of interacting wishes, compulsions, and restraints defines a 

1 



system which is at once essential and yet potentially deleterious to 

what may be thought of as the "economy of learning" or to individual 

rational action. At the same time, the individual personality is an 

adaptive structure, and this, too requires a broader frame of refer­

ence for analysis than the categories of rationality. On a different 

level, although analogously, we have pointed to the need to consider 

organizations as cooperative systems and adaptive structures in order 

to explain the context of and deviations from the formal systems of 

delegation and coordination. 

2 

In order that the goals may be reached efficiently, many organiza­

tions have acquired the accoutrements of a bureaucracy, which generally 

are referred to as a specialization of tasks, an adherence to rules and 

regulations, performance based on expertise, and a hierarchy of author­

ity. In such organizations, information and directives usually flow 

downward from management to middle management, to superintendents, to 

foremen, to line supervisors, and finally to the workers themselves. 

Most. bureaucratic offices involve the expectation of lifelong te­

nure, in the absence of disturbing factors which may decrease the size 

of the organization. Bureaucracy maximizes vocational security. 3 The 

function of security of tenure, pensions, incremental salaries and 

regularized procedu~es for promotion is to ensure the devoted perf or­

mance of offic"ial duties, without regard for extraneous pressures. 4 

The chief merit of bureaucracy is its technical efficiency, with a 

premium placed on precision, speed, expert control, continuity, dis­

cretion, and optimal returns on input. The structure is one which 

approaches the complete elimination of personalized relationships and 

nonrational considerations (hostility, anxiety, affectual involvements, 



etc.) 

Organizations usually present greater rewards to those who occupy 

positions higher on the hierarchical ladder. Thus, within most in-

stitutions there are aspirants for roles of greater responsibility 

who are referred in s~ch ways as ambitious, restless, energetic, and 

dynamic. The matter of just which qualities are to be considered in 

promotional procedures and who will be promoted are problems f re-

quently confronting organizations. The issue is particularly acute 

when there are several candidates of nearly equal ability. 

Schools have a hierarchical design which by the very nature of 

its pyramidal structure presents some problems. One revolves around 

the matter of upward mobility in the respect that there usually are 

more personnel within an organization aspiring for advancement than 

there are positions available. Some administrators possess a strong 

need to move continually upward; others who are quite competent 

apparently do not care to change positions; while yet others in a 

third group would prefer a move upward but are unable to secure such 

promotion. 

Thomas E. Powers has classified role-incumbents according to 

whether they: 

Aspire for high position, but have as yet been neither 
rejected nor accepted for advancement. 

Aspire for h*gher position, but have been formally 
rejected for advancement. 

Do not aspire for higher position, but prefer to re­
main in their present roles. 5 

These descriptions may be used to refer to three types of admin-

istrators, defined as mobiles, immobiles, apd non-mobiles, respec-

3 



4 

6 tively. These terms are used to describe the teachers' college 

assistant directors in this research. 

Incumbents in the mobility role differ with respect to behavior 

and personal characterisitics. Whereas one administrator may be more 

oriented to the needs of the institution, another may give priority to 

the desires of individual teachers. One assistant director may be 

warm and empathetic when working with his faculty, while another may 

remain aloof and unapproachable, preferring to accomplish his tasks by 

issuing memoranda. Further, one director will likely 1ie promoted soon, 

but the other is unlikely to receive promotion even though he desires 

it. 

In view of these considerations several questions may be raised. 

In particular, what behavioral and personal qualities of assistant dir-

ectors are related to upward mobility? Are there basic differences in 

behavior between the mobile and immobile? If so, what are they? Ti1ese 

are some of the queries the investigator sought to answer. The basic 

question, however, with which this research was concerned was, "Are 

the findings meaningful that have been gained from a study of seventy-

two assistant directors in thirty-six teachers' college systems?" 

The present study follows the general approach of Powers, who 

studied the upward mobility of secondary school principals in a large 

southern school system. Some of the findings on which the comparisons 

of the two studies were based involved (1) motives for upward mobility, 

(2) differences in behavior as perceived by the principals, arid (3) 

differences between mobiles and immobiles with respect toward role, 

present and future job plans, and needs for job satisfaction. 7 



Job satisfaction is a crucial concern for those who have been 

unsuccessful in their attempts at advancement. The reason is that it 

is inversely proportional to an individual's search for alternative 

programs. This, in turn, is directly related to the expected value of 

rewards and to levels of aspiration. 8 This variable was also studied. 

Following Powers' design, the investigator examined certain per-

sonality variables and items of personal history with respect to the 

5 

mobiles and immobiles. Several empirical studies have revealed that 

these variables differ among subjects. Wald and Doty found six facets 

of ·personality to be associated with administrative success: serious­

ness, firmness, tranquility, frankness, stability, and tolerance. 9 

Henry discovered that fear of failure, the idea of authority, deci.-

siveness, and achievement desires were associated with the "successful" 

10 
business executive. Lipham found that achieving success, relating 

well to others, and being secure in the face of adversity were dis-

. 11 
criminating traits among principals. These variables were explored 

and compared with the same traits in Powers' study. 

An educational institution is perceived as a human organization; 

an administrator is the designated leader of the organization, and 

administration is viewed as a social process which takes place within 

the context of a social system where a social service is performed. 

Administration, then, involves the process which helps the organ-

12 ization operate its mechanisms for achieving goals. The administrator, 

thus, is expected to be both administrator and leader. As the admin-

istrator, he is to play a stabilizing force in the educational organ-

ization so as to clarify its goals; as a leader, he is to lead, and 

guide the efforts of his subordinates toward achieving organizational 



goals. Castetter explains the leadership role of the leader: 

The leader is one who is able to communicate to others 
the nature of system plans that are--to-oe-put into ef­
fect and the methods designed to achieve them. When 
plans are put into effect, the leader must enlist the 
voluntary cooperation of subordinates; interpret their 
work roles for them; make modifications in plans where 
conflicts arise between goals and plans for achieving 
them; assess the results of plans, adjust plans to fit 
changing conditions; and throughout this process seek 
to satisfy the needs of both the organization and sub­
ordinates .13 

Objectives of Study 

6 

Thailand, like many developing countries, is searching for better 

educational administrators to improve the effectiveness of the present 

and future educational system to help the people. It is therefore 

hoped that the findings of this study will determine if the effective-

ness of an assistant director is related to upward mobility. The 

search was guided by the following objectives: 

1. To find out the basic differences in behavior between the 

mobile and the immobile as perceived by the Directors. 

2. To find out if certain behavioral qualities of Assistant 

Directors are related to upward mobility as perceived by 

the Directors. 

3. To find out the basic differences in a number of factual 

and personal variabl~s between the mobile and immobile. 

The Present Framework for the Study of 

Administrative Behavior and 

Leadership Style 

This study was concerned with differences among the two types, 
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mobiles and iDDnobiles, since no non-mobiles were identified according 

to the definition; those satisfied to remain in their position. It 

was.expected that·the "upward mobiles", as defined by Presthus, who are 

denied promotion would behave differently from those who were granted 

promotion, thus justifying the use of two distinct categories. 

Two specific dimensions of administrative behavior were related 

to upward mobility in Powers' study, and of course, were used in this 

one. They have been given wide publicity in the literature and have 

served as the framework of a host of empirical studies of formal organ-

izations. Getzels and Guba's general model based on the nomothetic and 

idiographic dimensions of social behavior is illustrated below. 

Nomothetic Dimension 

Institution '> Role )lo Expectation 

Soci~ ~rved 
System Behavior 

~Individual_.Personality .--+o Need-dispositions/ 

Figure 1. 

Idiographic Dimension 

. 14 
Nomothetic-Idiographic Dimensions 

The behavior of the subjects in this investigation will be studied 

with reference to the two major dimensions portrayed in the Getzels-

Guba model. On each axis e~ch ,tenµ is the analytical unit for the 

term immediately preceding it. The elements of the nomothetic dimension 

have been defined as follows: 



The term institution has received a variety of defini­
tions. For our purposes it is sufficient to say that all 
social systems have certain imperative functions that come 
in time to be carried out in certain routinized patterns; 
the agencies established to carry out these functions for 
the social system as a whole may be termed institutions. 
The most important analytical units of the institution are 
the roles, which to use Linton's terminology are the "dyna­
mic aspects" of positions, offices, and statuses, and may 
be defined in terms of the role expectations, that is the 
rights, privileges, and obligations to which any incumbent 
of the role must adhere. 15 

The major elements of the idiographic dimension have been defined as 

follows: 

The term personality has received a variety of defini­
tions. For our purposes it is sufficient to conceive of 
it as the dynamic organization within the individual of 
those need-dispositions that govern his unique reactions 
to the environment and to the expectations in the environ­
ment. The central analytic elements of personality are the 
need-dispositions, which we may define with Parsons and 
Shils as "individual tendencies to orient and act with 
respect to objects in certain manners and to expect certain 
consequences from these actions."16 

Ftom the basic model, Getzels and Guba conceptualized two con~ 

structs of administrative behavior: nomothetic and idiographic, 

sometimes referred to as "normative" and "personal", respectively. 

The descriptions are as follows: 

The nomotlletic style emphasizes the nomot;1etic dLmerndon of 
behavior and accordingly places emphasis on the requirements 
of the institution, the role, and the expectations rather 
than on the requirements of the individual, the personality, 
and ~he need-disposition. 

The idiographic style of lea<lership-followership emphasizes 
the idiographic dimension of behavior and accordingly places 
emphasis on the requirements of the individual, the person­
ality, and the need-disposit~on rather than on the require­
ments of the institution, the role, and the expectations.17 

Two instruments designed to measure administrative behavior 

have been developed that are consistent with the two major dimensions 

8 

of the Getzels-Guba framework. Villower developed the T-G form, which 



gives a brief description for the nomothetic and idiograph:i.c styles in 

terms of the principal-teacher relationship in a school situation. 

These may be defined respectively as the "normative" and "personal" 

descriptions of a school administrator's behavior. 18 

Research had been done in-depth by·Getzels and Guba and their 

9 

colleagues. For example, they found that the expectations for behavior 

in a given institution came not only from the requirements of the 

social system but also were related to the cultural terms since the 

institution is embedded in a culture with certain morals and values. 

The expectations of the roles must in some way be related to the ethos 

or cultural values. 

The five-dimension "General Model" of the major dimensions of 

behavior in a social system is as follm:s: 

Figure 2. "General Model" of th~ major dimensions of behavior 
in a social system1 

Getzels, Lipham, and Campbell concluded the model's characteriza-

tion as the formidable array of biolor,ical, psychological, sociological, 

and anthropological dimensions was not all that inclusive. '!'here were 
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a number of potentially significant variables that were omitted. The 

most obvious was the failure to say anything about the self-evident 

circumstance that behavior functions not only in a particular social 

context but also in a particular economic and physical environment. The 

natural resources, geographic location, and actual wealth make a spec-

ific difference in the education and the nature of behavior in a social 

system. 20 

Getzels and Thelen also added that in order to better understand 

behavior in a social system, we must recognize that "not only is 

personality related to its biological substratum, which we have aJready 

considered, but it is also fundamentally and integrally related to the 

values of the culture in which the organisms grow up. 21 

The Leadership Behavior Description Questionnaire, which originated 

at Ohio State University, is another instrument used in this study. It 

is especially suitable fo~ obtaining information regarding perceptions 

of leadership behavior. The LBDQ identifies two major dimensions of 

leader behavior: "Initiating Structure" and "Consideration." The two 

concepts are compatible with Getzel's nomothetic and idiographic di-

mensions. Halpin, who originated the instrument, describes its two 

principal dimensions as follows: 

Initiating structure refers to the leader's behavior in de­
lineating the relationship between himself and members of 
the work group, and in endeavoring to establish well-defined 
patterns of organization, channels of communication, and 
methods of procedure. 

Consideration refers to behavior indicative of friendship, 
mutual trust, respect, and warmth in the relationship be­
tween the leader and the members of his staff.42 · 

Both of these instruments were used in this investigation. Two 

instruments rather than one were expected to provide a more comprehen-
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sive insight into the behavioral characteristics of the mobiles and 

immohiles. Concentration on these two main dimensions of administra-

tive behavior was prompted by Halpin's findings of fifty school super-

intendents which revealed that their descriptions of an ideal adminis-

trator embraced those who were high on both Consideration and Initiating 

structure; however, they perceived the administrators who were less than 

23 ideal as differing on their scores with respect to the two variables. 

Hypotheses of the Study 

The literature on characteristics of upward mobiles is useful in · 

developing hypotheses about the mobiles and immobiles. 

The mobile role-incumbent is depicted by Henry, and Wald and Doty 

as an individual vitally interested in people. Henry, 24 Wald and 

Doty, 25 and Gardner 26 reveal the successful administrator as imbued 

with high achievement drive. In order for him to achieve a higher 

position, the mobile may be perceived as being oriented to the need-

dispositions of the individual, much in the manner of Lipham's 

"promotables", performing personal tasks such as adjusting blinds and 

serving refreshments. Even mentioning that the mobile is impersona1 27 

does not preclude his being interested in individual needs, particularly 

if by taking action on those needs, he ultimately fulfills his high 

achievement desires. To be coldly dispassionate and unconcerned for 

the needs of a number of employees would be dysfunctional to organiza-

tional goal attainment. Presthus states that the "upward-mobile" looks 

to his subordinates in an impersonal way, but "This does not mean that 

he is cold and treats them casually. In fact, he tends to be rather 

sympathetic to their problems." 28 



Portrayed as such, the mobile was seen as more aligned with the 

idiographic sphere than with the nomothetic. Thus it is predicted: 

Hypothesis 1. The mobile role-incumbent will exhibit adminis­
trative behavior which is perceived as personal rather than 
normative and higher on "consideration" than on "initiating 
structure." 

12 

The immobile, not exhibiting interpersonal skills and having been 

denied promotion by his organization, would be more inclined to take 

refuge in the mechanical manipulations of his office. 29 Lipham, 

Henry, 30 and Wald and Doty31 point out that the executive who is un-

successful in achieving desired advancement is deliberate and pre-

occupied, is not an active participant, is not as interested in people 

as the two "upward-mobiles" and engages in self-sympathy in conflict 

situations. He displays what Weber calls "strictly traditionalist 

behavior." Frequently, it is simply a dull-reaction--almost automatic--

to accustomed stimuli that have led behavior repeatedly along a routine 

course.32 

Presthus indicates that since "upward-mobiles" are desirous of 

advancement, they might resort to inauthentic behavior, recognizing 

that "getting along with people" has career utility.33 If the sympa-

thetic relationships manifested by the "upward-rnobi1e"toward his sub~ 

ordinates were not genuine, he could be expected to cast aside the 

facade upon being denied advancement by his organization. 

As a result of the arguments just presented, the immobile was seen 

as being more closely identified with the nomothetic dimension of 

behavior, prompting the following: 

Hypothesis 2. The immobile role-incumbent will exhibit ad­
ministrative behavior which is perceived as normative rather 
than personal and higher on "initiating structure" than on 
"consideration". 
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The immobi.le will perceive of himself as having been rebuffed by 

the organization for which he worked hard. Eis behavior will most 

likely lend support to Roman's statement that " ••• the frequency with 

which a man emits an activity is ••• a positive function of the fre­

quency with it is rewarded." 34 Hence, the immobile would not be highly 

active in his role. He is not perceived by Barnard as adequately per-

forming the functions of the executive such as: (1) providing the 

system of communication, (2) promoting the securing of essential efforts, 

35 and (3) formulating and defining purpose. Therefore, it was pre-

dieted that: 

Hypothesis 3. The immobile role-incumbent will be signifi­
cantly lower than the mobile on "initiating structure". 

Hypothesis 3 of this study is identical to that made by Powers; 

it was substantiated by his results. Hypothesis 1 and 2, however, are 

based on Powers' findings which refuted his two hypotheses that mobiles 

would be perceived as normative rather than personal and that irnmobiles 

would be perceived as personal rather than normative. 

Definition of Terms 

For a better understanding of the meanings of a number of terms 

used in this study and order that their technical meanings be fixed as 

points of reference with variation as to interpretation, the following 

words and phrases are here defined: 

~.-- Higher Certificate of Education. A culmination of two 

years' further training after the 12th grade of education. 

B. Ed.-- Bachelor of Education. Culmination of four years' 

further training after the 12th grade or two years of training after 
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the PKSS. 

Teachers College.-- A four-year teacher training institution which 

has on the whole a two-year plan after the twelfth grade for PKSS 

and a four-year plan after the twelfth grade or two-year plan after 

PKSS for B. Ed. 

Rural Teacher Education Project.-- A project designed to establish 

a pilot center to train rural school teachers who will be competent 

to carry out the double role of educator and community leader. The 

training will combine the techniques of fundamental education and 

appropriate methods for teaching children, and should enable teachers 

to relate their teaching of the subjects to the concerns and needs of 

school children of different ages. 36 

The general program is to have the student teacher go for four 

months or one semester to a selected school in a remote village for 

his student-teacher training. The people in that community work 

closely with the student, the latter assisting in the improvement of 

the school and the village. 37 

Twilight Class Programs.-- The extension program in the teachers' 

colleges was established in 1968 in two institutions in Bangkok. This 

program has since spread to all thirty teachers' colleges. The class 

periods take place during the weekdays from 4:00 p.m. to 8:00 p.m. 

or 5:00 p.m. to 9:00 p.m. There is an additional five-hour class 

period on Saturday or Sunday. The teaching program is similar to that 

offered during the day and also leads to PKSS and J?.Ed. programs. 

Head Start Project.-- Primarily it is a pilot project serving 

pre-school children residing in rural areas. The project reflects 



the view which attaches importance to the pre-school period as 

essential to the physical, iD.tellectual and emotional development 

of the child. The project brings into focus the problems of 

children who are deprived of care, attention, and appropriate ex-

periences, which is the case of many Thai children who live in the 

rural areas. It is expected that this project will serve as a model 

for future programs aimed at helping pre-school children in the 

rural areas to overcome basic handicaps inherent to their social 

and economic environment.38 

Administrative Behavior.-- The behavior of the formally c.le-

signated administrator of a specified work-group. For example, all 

principals or directors of schools, assistant directors, department 

heads, are designated administrators. Their work-groups are those 

members who work under them, such as, teachers, staff me111hers and 

other personnel. In this study, administrator-behavior will be fo­

cused on Halpin's two dimensions of leader behavior, "Initiating 

Structure" and "Consideration". 

Initiating Structure.-- Halpin referred to the leader's be-

havior in delineating the relationship between himself and members of 

the work-group, and in endeavoring to establish well-defined patterns 

of organization, channels of communication, and methods of procedure. 

Consideration.-- The behavior indicative of friendship, mutual 

trust, respect, and warmth in the relationship between the leader and 

the members of his staff, as defined by Halpin. 

The T-G Form.-- A.form developed by Willowet which contains ------ ' 

15 
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global descriptions of two dimensions of administrative behavior based 

specifically on the Getzels-Guba construct of social hehavior. 

The Leadership Behavior Description Questionnaire (LBDQ).--

An instrument devised by Halpin and the Personnel Research Board at 

the Ohio State University, which measures leader behavior. 

The Personal History Inventory.-- A personal history inventory 

devised by Powers which explores a number of factual and personal 

variables about the assistant directors. 

The mobile.-- The mobile is one who aspires to a higher position 

in the organization, but has as yet been neither accepted nor rejected 

for advancement. 

The immobile.-- The immobile is one who aspires to a higher posi­

tion in the organization, buthasbeen formally rejected for advance-

ment. 

The ~-mobile.-- The non-mobile is one who does NOT aspire to a 

higher position in the organization, preferring to remain in his 

present role. 

Organization of the Study 

Chapter II will describe the Department of Teacher Training and 

the present organization in the administration of teachers' college 

system in Thailand. This chapter will also provide the literature re.­

lated to the concepts of administrative behavior. 

Chapter III will present the methodology of the present study, 

the selection of subjects, the population considered, procedures for 

gathering the data, and the instrumentation. 

Chapter IV will analyze the findings from the T.G. Form and the 



LBDQ. 

Chapter V will present tabulations and analyses of the personal 

history inventories between the mobile and the immobile. 

Chapter VI will present a summary of the findings, discussion, 

conclusions.of this study, and its implications for administration. 

17 
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CHAPTER II 

THE DEPARTMENT OF TEACHER TRAINING: ITS 

ADMINISTRATIVE STRUCTURE AND REVIEW OF 

LITERATURE RELATED TO THE CONCEPTS 

OF ADMINISTRATIVE BEHAVIOR 

Overview 

This chapter is divided into two sections. Section I will be 

concerned with the Department of Teacher Training and its structure and 

functions. One part of this section will discuss the teachers' college 

and its administrative structure. The main purpose of the section will 

be to describe the Department of Teacher Training regarding organiza­

tion in the administration of teacher education and to describe the 

tasks of the teachers' college. The teachers' college is responsible 

for training and instructing teacher-students to develop free, rational, 

and responsible individuals in a world-wide setting and to develop the 

cultural enrichment of teacher-students with the community. 

Section II contains a review of the literature related to the 

concepts of administrative behavior. The purpose of this section 

is to review research studies in which professional behavior and per­

sonal characteristics of administrators are identified and described. 

This research study was confined to those in which general behavior and 
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characteristics of administrators were observed and judged to lie 

effective in their activities or administrative roles. 

Introduction 

Section I: The Department of 

Teacher Training 

It is always appropriate to say that education takes place out 

where the people are. B.ut it can only take place through structural 

arrangements of human and material resources. These arrangements are 

administrative. They may be centrally controlled, widely dispersed, 

or some combination of the two. 
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In Thailand it is common to hear that all institutions are 

operated largely as bureaucratic organizations. Some of the major 

criteria of a bureaucracy as stated by Weber are evident in the admin­

istrative structure. In the Ministry of Education, .for instance, the 

organization of offices follows the principle of hierarchy, rules 

and regulations, and the like. 1 

Section I of this chapter describes the Department of Teacher 

Training's present organization in the administration of teacher edu­

cation in Thailand. It should be noted here that the chief concern 

of this study was on the structure and function of the Department of 

Teacher Training (DTT). 

The responsibility for educational administration in Thailand is 

divided among three government ministries: The University Bureau for 

Higher Education, the Ministry of Interior for Elementary Education, 

and the Ministry of Education for Secondary Education, Vocational 
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Education. and pedagogic aspects of the whole system. 

Ministry .£!:. Education 
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The Ministry of Education contains ~ adminstrative unit (Office 

of the Under-Secretary), seven departments (Vocational Education, 

Teacher Training, Physical Education, Religious Affairs, Educational 

Techniques, General Education, and Fine Arts), one degree-granting 

institution (King Mongkut's Institute of Technology), and one depart-

mental level committee (the Private Education Committee). All these 

departments except the Department of Educational Techniques, Department 

of Religious Affairs, and Office of the Under-Secretary, are directly 

responsible for operating schools of various types and providing ad-

ministrative and support services to the entire educational system. 

The Department of Religious Affairs is charged with admini.stering 

government subsidies to religious organizations. 2 

To gain a quick overview, see Figure 3: The Organization and 

·Administrative Structure of the Ministry of Education. 

The Department of Teacher Training: Its Structure and Functions 

The Department of Teacher Training is responsible for training 

the vast majority of degree and sub-degree teachers needed by the 

general education system, to conduct research, promote the vocation 

and teachers' and administrators' statuses, cultivate cultural heri-

tage and give educational service to the society. A large number of 

elementary teachers are associated with teachers' colleges in other 

training programs for upgrading their academic competencies in several 

fields. The basic aims of the Department of Teacher Training may be 
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summarized as follows: 

To train prospective teachers to teach in the primary and 
lower secondary classes as needed by government, municipal, 
and private schools. 

To organize and supervise in-service training programs as 
well as to conduct qualifying examinations for teachers 3 
who seek to upgrade their academic and professional status. 

In the Department of Teacher Training, the Director-General is 
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assisted by two deputies, one in academic affairs and another in busj-

ness affairs. The function of each unit in the Department may be 

clearly understood from the following explanation: (Figure 4 will 

assist the readers in a better understanding of the operation of the 

Department of Teacher Training Organization~) 

Office of the Secretary. For the convenience of administra­
tive purposes, all correspondence from outside the Depart­
ment is channeled through anG processed by the Office of 
the Departmental Secretary. 

Personnel and Administrative Division. This division is 
responsible for the following: 

1. To recruit and allocate teaching personnel for 
the teachers' colleges under the control of the 
Department. 

2. To process requests for transfer, retirement, 
and disciplinary actions. 

3. To organize grade-promotion examinations held 
on a yearly basis for all civil servants serving 
the Department. 

· 4. To keep official cumulative records for per­
sonnel work. 

Financial Division. This division is responsible for 
the following: 

1. To authorize payments by the Department, and 
teachers' colleges, from budgetary and other 
sources concerned. 

2. To procure equipment and furniture for the 
Department's central office, including provi­
sion of proper maintenance. 

3. To draft and examine legal contracts involving 
construction and procurement of equipment and 
supplies. 

4. To provide welfare services and assistance to 
the personnel of the Department. 
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5.· To provide liaison services and facilities to for­
eign personnel and governments havinl!, r;pecial 
arrangements with the Thai Government via the 
Department of Teacher Training. 

6. To help select personnel for scholarships awarded 
by international agencies or other sources. 

Teacher Training Division. This division is responsible for 
the following: 

1. To procure and develop sites for teachers' colleges. 
2. To prepare plans for enlarging or merging teachers' 

colleges. 
3. To procure equipment and furniture for teachers' 

colleges. 
4. To organize the entrance examination, analyze 

examination questions, and make follow-up studies 
of the graduates. 

5. To administer scholarships and grants for teachers' 
colleges. 

6. To promote joint recreational and cultural acti­
vities for students from various teachers' colleges. 

Supervisory Unit. The unit is responsible for the fol-
lowing: 

1. To develop curricula consistent with the aims of 
the Department of Teacher Training, and the Na­
tional Scheme of Education. 

2. To organize seminars and conferences for the 
purpose of promoting cooperation and professional 
competency among teaching personnel of teachers' 
colleges. 

3. To prepare teachers' manuals and teachers' guides 
for the teachers of teachers' colleges. 

4. To cooperate with the Department of Educational 
Techniques in the field of research, and acti­
vities related to the learning and teaching 
process. 

In-Service Training Division. This division is responsible 
for organizing in-service training programs for primary and 
secondary school teachers who wish to upgrade their aca­
demic and professional status. As a rule, examinations are 
set up by the Division of In-Service Training for teachers 
who study on their own. Su~cessful candidates are awarded 
the lower certificate in education, or the higher certificate 
in education, depending on the level of the examination. 

Teachers' Colleges. The teachers' college is responsible 
for the following: 

1. To train prospective teachers to teach in the 
primary and secondary schools. 
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2. To educate in-service training programs for teachers 
who seek to upgrade their academic and professional 
status.4 

Teachers' College 

The Department of Teacher Training is responsible for setting up 

the teacher educational policy in accordance with the demand for 
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teachers of the nation. The educational policy, its objectives and its 

tasks, are carried out by all thirty-six teacher institutions. The 

administration is centralized and controlled by the Department in 

Bangkok. Teachers' colleges have been given some autonomy to accom-

plish their tasks, but a majority of the important problems depend 

on the Department for their final resolution. Such problems include 

recruitment, transfer, tenure approval, promotion, post-study, and 

granting scholarships, finances and budgeting allocations, purchase 

of teaching facilities, capital-outlay planning and budgeting, and 

admission-examinations for students. The centralized system of admin-

istration, uniform curriculum for all teachers' colleges, and a uniform 

school calendar make for uniformity in the programs offered by the 

teacher preparation institutions. However, the education success of 

each college is unique and depends on the efficiency of the college's 

teaching staff, which in turn depends on the director and his leader-

ship. It is normal to expect that the same goals and the same instruc-

tion lead to varied degrees of success. This variation may be explained 

by differences in approach as well as individual differences. 

The main function of teaching institutions is to responsibly train 

and provide for all types of teacher-students: day (or regular, full-

time students) and twilight (or part-time) students. Two teacher 



program8 are currently offered in te>achcn:;' colleges: l'l~SS and f',.Ld. 

Figure 5 and Tables 1-V are furnished for a better understanding of 

certain aspects of the programs. 

Dr• :ached Suntornpithug, the former director of ;fakornpathom 

Teachers' College, wrote about the task of a teacher institution and 

the responsibilities of the instructors of the teachers' college and 

teacher-students in Fueng-Fah, a Nakornpathom Teachers' College 

quarterly magazine: 

Every teachers' college in the country has for its pur­
pose the responsible and the systematic traininr, and instruc­
tion of all those accepted as teacher-students so that they 
may become teachers. The teacher institutions should be ahle 
to provide appropriate instructions and extra activities for 
growth in knowledge and in moral principles which are nec­
essary if they are to become good teachers. A good teacher 
provides the real basic power of a nation. Because a teacher's 
job is to prepare the growing seed of all professions, only a 
fine teacher can produce the personnel necessary in nurturing 
a strong and prosperous nation. It is generally accepted that 
education is a weapon, and an invisible and powerful one for 
the progress and prosperity of a nation. A well-planned 
educational system suitable to the needs of a country is 
vital. A good working plan, well prepared, well organized, 
well intentioned, and with a careful follow-up program will 
be the main source of highly successful men and women, who 
in turn will work for the growth of the nation. ~fherefore, 

without question, a good teacher is very useful for the 
growth of the country. 

If all the teachers of would-be teachers and the teacher­
students in all teachers' colleges realize clearly the true 
nature of their responsibility, then they can do their best 
with courage and patience, and without hesitation for the 
country and the future generations. Would that the teachers' 
colleg~s create excellent teachers for the nation? 5 

Administrative Structure of the Teachers' College 
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The teachers' colleges are organized in hierarchical offices. The 

director is the head of all administrative officers, has supervisory 

responsibility for all staff-members, and is the manager of college 
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TABLE I 

TOTAL POPULATION OF TEACHERS' COLLEGES 

Female Male Total 

Directors 9 27 36 
Faculty 2,336 2,090 4,426 
Non-teaching Staff (permanent 889 1,258 2, 14 7 

and temporary) 
Total Enrollment 17' 156 68,541 145,697 
Enrollment: Regular Students 35,044 32,271 67,315 
Enrollment: Twilight Students 42' 112 36,270 78' 382 
Residential Students 7 ,928 4,447 12,375 

(regular students only) 

Source: • Department of Teacher Training. Ministry of 
~~~~~~~~ 

Education: 
pp. 10-11. 

Educational Statistics. Bangkok, Thailand. 1975 

TABLE II 

COMPARISON OF TEACHERS' COLLEGES, CLASSROOMS, 
TEACHERS, AND STUDENT NUMBERS 

Lists 

Teachers' Colleges 
Classrooms 
Faculty Members 
Regular Students 

Comparing 
Teachers' Colleges 
Teachers' Colleges ~ 
Teachers' Colleges ~ 
Classrooms : Students 
Faculties : Students 

Classrooms 
Faculties 
Students 

*Six Teachers' Colleges are under construction 

Numbers 

30* 
1,659 
4,426 

67' 315 

1:55 
1:148 
1:2244 
1: 41 
1:15 

Source: Department of Teacher Traiing. Ministry of Education: Educa­
tional Statistics. Bangkok, Thailand. 1975, p. 1. 



TABLE III 

QUALIFICATION OF FACULTIES OF THE TEACHERS' COLLEGES 

Thailand Overseas Total of 36 
Degree 

Female Male Total Female Male Total Teachers' Colleges 

Doctor 1 3 4 4 

Masters 288 202 490 183 167 350 840 

Advanced Specialized 37 34 71 71 
Subject 

Baccalaureate 1,574 1,554 3,128 17 14 31 3,159 

Below Baccalaureate 248 143 388 388 

Total 2,144 1,933 4,077 201 184 385 4,462 

Source: Ministry of Education, Department of Teacher Training. Educational Statistics. Bangkok, Thailand 
1975, pp. 14-15. 



TAilLE IV 

SHOWING THE HOURS OF TEACHING DI TMCEERS 1 COLLEGES 

Hours Per Week Secretarial More 
It for the and 1-4 5-8 9-12 13-16 17-20 than Total 

Teachers' Colleges Supervisory 20 

1 Chandarakaseam 18 5 . 44 68 13 1 149 
2 Bansonrlej 9 1 14 197 1 222 
3 Suansunanta 54 12 37 74 32 5 7 221 
4 Suandusit 38 5 17 85 64 2 16 227 
5 l'ranakorn 10 9 24 93 52 8 4 200 
6 Thonburi 10 2 38 39 8 1 98 
7 Pethchaburividhayalongkorn 15 10 24 42 42 6 9 148 
8 Nakornpathom 52 2 15 83 36 1 189 
9 Yala 4 1 19 71 40 l 1 137 

10 Songkla 30 7 14 56 48 3 158 
11 Nakornsithammarat 7 20 57 44 11 139 
12 Surathani 5 5 
13 Phuket 12 14 40 25 9 1 101 
14 Moubanjombung 16 2 4 9 64 18 13 126 
15 Kanchanaburi 4 4 
16 Petchaburi 13 5 21 80 29 7 13 168 
17 Tepsatri 32 9 43 59 24 167 
18 Pranakornsriayudhaya 7 4 17 52 73 9 3 165 
19 Piboonsongkrarn 10 19 64 66 12 1 172 
20 P!:etchabun 5 5 
21 Kamphaengphet 8 8 
22 Nakornsawan 14 1 5 7 'j 46 3 144 
23 Uttaradit 36 6 22 44 27 11 1 147 
24 Chien;_,mai 36 5 9 6B 55 2 1 176 
25 Chiengrai 5 1 6 17 4 33 w 
26 Lampang 7 2 10 22 29 12 33 115 w 



TABLE IV (CONTINUED) 

.Hours Per Week Secretarial More 
ii . for the and 1-4 5-8 9-12 13-16 17-20 than Total 

Teachers' Colleges Supervisory 20 

27 Udonthani 17 6 6 18 75 20 1 143 
28 Sakonnakhon 7 2 10 21 61 9 5 115 
29 Loei 5 5 
30 Ubon ra tcha thani 5 2 2 5 16 34 91 155 
31 Mahasarakham 14 4 20 54 30 18 11 151 
32 Nakhonratchasima 22 3 11 33 68 21 2 160 
33 Buri ram 3 4 59 24 7 8 105 
34 Surin 6 6 
35 Chachoengsao 19 2 13 63 21 118 
36 Chanthaburi 6 6. 15 23 21 6 3 80 

Total 561 133 562 1673 1084 226 223 4462 

Source: DepRrtrnent of Teacher Training. Ministry of Education: Educational Statistics. Bangkok, 
Thailand. 1975, pp. 20-21. 
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TABLE V 

TOTAL ENROLLMENT COMPARING REGULAR AND 
TWILIGHT PROGRAMS JUNE 20, 1975 

Regular Twilight 

Teachers' Colleges Boy Girl Total Bo~ Girl 

Chandarakaseam 111°7 1637 2754 2335 1863 
Bansotndej 1195 1689 2884 2563 3753 
Suansunanta 727 1737 2464 1500 1329 
Suandusit 2171 2171 1874 
Pranakom 1237 1126 2363 1224 1103 
Thonburi 517 645 1162 854 827 
Pethchaburividha- 927 1112 2039 . 1353 960 

yalongkom 
Nakornpathom 1033 1079 2112 1170 1511 
Yala 1089 1297 2386 820 1371 
Songkla 1348 1269 2617 1147 1726 
Nakornsithammarat 1328 1182 2510 1154 1419 
Phuket 788 852 1640 481 876 
Moubanjombung 1339 947 2286 1257 1133 
Petchaburi 1434 1344 2778 1422 1850 
Tepsatri 1074 1119 2193 1229 1585 
Pranakornsriayu- 1253 1245 2498 1418 1864 

dhaya 
Piboonsongkram 1308 1164 2472 2026 2169 
:-lakornsawan 1532 1319 2851 1426 1408 
Uttaradit 1166 1188 2354 1026 1350 
Cheingmai 1196 1171 2367 883 1528 
Cheingrai 243 197 440 
Lampang 950 881 1831 545 724 
Udonthani 1453 1287 2740 1597 1235 
Sakonnakhon 1358 1094 2452 1904 1929 
Ubonratchathani 1394 1274 2668 1497 1182 
Mahasarakham 1319 1261 2580 1791 1692 
Nakhonratchasima 1378 1271 2649 1355 1296 
Buri ram 1141 941 2082 1136 928 
Chachoengsao 877 843 1720 818 1038 
Chanthaburi 550 702 1252 339 582 

Total 32271 35044 67315 36270 42112 

Total 

4198 
6316 
2829 
1874 
2327 
1681 
2313 

2681 
2191 
2873 
2573 
1357 
2390 
3272 
2814 
3286 

4195 
2834 
2376 
2411 

1269 
2832 
3833 
2679 
3483 
2651 
2064 
1856 
921 

78382 

Source: Ministry of Education, Department of Teacher Training. 
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Total 

6952 
9200 
5293 
4045 
4690 
2843 
4352 

4793 
4577 
5490 
5083 
2997 
4676 
6050 
5007 
5784 

6667 
5685 
4730 
4778 

440 
3100 
5572 
6285 
5347 
6063 
5300 
4146 
3576 
2173 

145697 

Edu-
cational Statistics. Bangkok, Thailand. 1975. pp. 26-27. 
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buildings. He receives the policies, rules, and regulations from the 

upper-level officers, the Director-General and the Under-Secretary, 

and is responsible for implementing them. Working closely with the 

college director in day-to-day activities are the assistant directors, 

teaching staffs, and non-teaching staffs. 

There are normally at least three assistant directors in each 

college. Each assistant director is responsible for a specific area. 

For example, there may be an assistant director for academic affairs, 

an assistant director for business affairs, and an assistant director 

for student affairs. 

The administrative structure of the teachers' college (see Figure 

>.on page 30) helps in understanding the teachers' college administra­

tive structure and its personnel. Only assistant directors and their 

responsibilities are briefly mentioned as follows: 

The Assistant Director of Academic Affairs' responsibility re­

lates to the college's schedule, new teacher orientation, educational 

exhibitions, teacher supervision, and teacher-learning process evalu­

ation. He is also responsible for curriculum and methods, lesson plans 

and schedilles, teaching facilities, and supervision of the student 

teaching program. He works closely with the Department Heads and 

cooperates with all other officers and students in the college. 

The Assistant Director of Business Affairs is responsible for 

matters involving finance such as accounts, budgeting, public relations, 

secretarial, communication and records, transportation, and registra­

tion. He also assumes responsibility for the buildings and grounds, 

purc~asing all-materials for the college, operates the printing office, 

and provides welfare to all teachers and staff members. 
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The Assistant Director of Student Affairs is responsible for 

student activities, student councils, student discipline, student 

recreation, guidance and counseling. His duties entail welfare 

services, dormitory, health services, and students' security. 

Special Programs 

Aside from the direct function stated in the aims of the Depart-

ment of Teacher Training (DTT), the Department has still created many 

meaningful educational projects for the teacher-students to be trained 

for helping their communities. These educational projects will help 

teachers and students to develop a balanced personal and social ad-

justment, cultural heritage, problem solving, communications, moral 

values, and creative activities. All of these projects are operated 

by many teachers' colleges under the direction of the DTT. Some of 

the special programs are as follows: 

Rural Teacher Training Program. This program was first tested 

in 1956 at Ubol Teacher Training School. Ubol is located in the 

northeastern part of Thailand. Following its success, the program was 

extended to teacher training institutions in the provinces of the north 

. 8 
and south as well as of the central part. By 1967, all teacher 

training institutions had adopted the principle, with very satisfactory 

results.9 Its main idea is to provide second year studeht teachers 

with teaching and working experience by spending a quarter (three 

months) practice teaching in rural elementary schools. The knowledge 

they have from the classroom, the real problems of rural life that 

they confront in school,their living units, the community, the attempt 

to succeed in the task, the desire to do a better job and to persuade 



the children and the people to improve their lives, and the super-

vision from the supervisory staff--all of these work together in the 

training of the kind of teacher who will lead the community and will 

be the devoted teacher who understands and lives with the rural pro-

blems. It is also hoped that with such programs the number of certi-

fied teachers who are willing to take teaching jobs in the rural 

areas will increase. 

The program is concerned with improving the following: a) the 

school: improvement will be in teaching methods, the use of teaching 

facilities, health programs, plant development, student recreation, 

reading programs, lunch programs, sports, etc., and b) the community: 

activities will be recommended for improving roads, a general civic 

plan for the village, water purification, public health, remodeling 

a sample house to serve as a model, participation in community acti-

vities, etc. 

Mr. Bhunthin Attagara, writing about the scope of the process, 

said that there were 25 teacher training schools and colleges, 190 

cooperating rural elementary schools, and 420 villages participating 

in this project. 10 Mr. Attagara also felt that the significance of 

the project for rural teacher education was to provide professional 

guidance, advice, techniques, skills, and ideas for the rural schools 

and communities to improve themselves.1 1 

Head-Start Project. Each teacher institution selects an appro-

priate village pre-school center to be a demonstration or laboratory 

school. The project requires each institution to have an elementary 
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12 school attached to it for the same purpose. The teacher with special 

training will set up the original program with the cooperation of the 
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practice teaching students and village aides. The educational process 

is similar to the kindergarten idea. The aims of the project are: 

To provide an opportunity to better prepare the children 
living in rural communities before they begin thEdr for~ 
mal education. 

To make the community realize the need for educational 
development for their children.13 

It is financially prohibitive to have kindergarten programs in 

rural connnunities like those in urban areas without the support of the 

government. The Head-Start Project is a project that cuts time and makes 

possible training programs in rural connnunities for child readiness be-

fore the first regular class. The project started in 1967-68 and has 

gradually grown. In 1972 there were 63 schools and 1,883 children 

14 
involved in the project. 

Teacher Training for the Hill Tribes Project. Lack of communica-

tion between the hill tribe people in the northern mountains and the 

Thais has caused misunderstanding and made their two worlds so far 

apart. The attempt to create better understanding and relation.ships 

with hill tribe people has led to the use of education as a key ele-

ment. Teachers who would serve in this important role must have 

special training and be specially selected from that area. The aims 

of the project are: a) to develop courses of study for prospective 

teachers in the hill tribe schools, and b) to prepare teachers for hill 

tribe schools by recruiting hill tribe students who have already re-

ceived the necessary basic education. 

Grants are made available for hill tribe students. They partici-

pate in a two-year plan leading to the PKS at Moubanj ombung Teachers' 

College. 



More details of the growing enrollment, budget, and personnel of 

the Department are shown in Appendix N. 
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In summary, the OTT is one of the nine Departments under the 

Ministry of Education. Its responsibility is for training prospective 

elementary and secondary teachers for the nation, to conduct the re­

search, promote the vocation and teachers' and administrators' statuses, 

cultivate cultural traditions, and give educational service to the 

society. 'l'he Department's form of administration is centralized. :Most 

of the main problems of the teachers' college program about budget 

and personnel are dealt with in Bangkok by the Department. For the 

last four years, according to the Department's recommendation, a new 

unit has existed in some colleges' governance by the name of Faculty 

Senate. However, there is no change of the administrative structure on 

the DDT level. It should be noted here that there is no outside agency 

participating in any kind of administrative activities. Besides the 

training program in teachers' colleges, the Department of Teacher 

Training is making an attempt to originate many outstanding special ed­

ucation programs, such as the Rural Education Project, Head-Start Pro­

ject, and the Teacher Training for the Hill Tribes Project. 

Introduction 

Section II: Review of Literature Related to 

the Concepts of Administrative Behavior 

The great task which faces educ~tion administration today is the 

formulation of a theory of administrative behavior which will provide 

practicing administrators with (1) a set of guidelines for action, 
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( 2) a guide for the collection of facts, (3) a .framework within which 

researchers can find new knowledge, and (4) also describe the nature 

of administration. The foremost requirement is to provide guides for 

action. This should be the lodestar to those developing theory in 

educational administration. Although action must be the goal, 

careful concept development, systematic analysis, and logical organi-

zation cannot be slighted. 

In the study of administrative behavior it seems important to 

consider the behavioral concepts and personal characteristics of ad-

ministrator. Lipham, in discussing this approach to the study of 

leadership, stated that: 

Attempts to substantiate these beliefs were based upon 
studies which were focused on the identification of 
psycholoyical constructs required for effective lea­
dership. 5 

Success of the personal qualities approach depended upon being 

able to identify characteristics of persons which affected behavior and 

then to establish their relationships to administrative behavior. 

Pierce and Merrill cited the following three assumptions which were 

basic to this method of analyzing behavior: 

It was assumed that specific elements of behavior could be 
isolated and examined as entities within themselves. 

It was assumed that personal elements or factors of behavior 
act with such a degree on each other that their impact can 
be measured and their effect predicted. 

It was assumed that the nature of the influence or behavior 
of a particular trait was predictable within limitations. 16 

The following definitions and criteria of the administration, 

personal characteristics, and behavioral concepts of administration, 

are identified and briefly described. 



Defi11itions and Criterion of Administrative ~ffectivenss 

A number of empirical investigations have been conducted with 

regard to isolating those characteristics indicative of "effective" 

and "ineffective" administrative types. This is of particular im­

portance to those formal organizations that have more aspirants for 

a position than there are positions available. In a practical sense, 

a knowledge of behavioral and psychological characteristics of admin-

istrators more nearly assures the organization of employing a candi-

date that will be effective in the role. 

"Effective Leadership," in this context, "will refer to the 

activities of a designated leader of an organized group with respect 

to setting and achieving goals. 1117 In other words, the primary airn 

of the leader is to facilitate achievement of system goals through 

human agents. 
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Administrative effectiveness has been evaluated by various methods 

in which numerous criteria were used. Schutz stated that, "Investi-

gations into criteria of effectiveness often seek the single best 

criterion. Examination of the various administrative situations 

suggests that this search may be fruitless. 1118 He purported that, in 

given situations, different criteria are used to determine administra-

tive effectiveness. 

Halpin also stated that, "The ultimate criteria of administrative 

effectiveness should be expressed in terms of group or organization 

achievement, in respect to the change in the o~ganization's accomplish­

ments that can be attributed to the behavior of the administrator. 1119 

He developed a paradigm that attempts to empirically determine the 



administrator's effectiveness by focusing" ••• upon the behavior of 

administrators rather than upon either administrative behavior or the 

totality referred to as administration. 1120 Through the use of the 

paradigm, task variables are isolated, the administrator's behavior 

is observed, and the organization's achievement is measured. 

Barnard, in his excellent analysis of the functions of the exe-

cutive, has distinguished between the effectiveness and the efficiencv 

of co-operative action: 

The persistence of co-operation depends upon two conditions: 
{a) its effectiveness; and.(b) its efficiency. Effectiveness 
relates to the accomplishment of the cooperative purpose, which 
is social and non-personal in character. Efficiency relates 
to the satisfaction of individual motives, and is personal 
in character. The test of effectiveness is the accomplishment 
of a common purpose or purposes; effectiveness can be mea­
sured. The test of efficiency is the eliciting of sufficient 
individual wills to co-operate. 

The survival of co-operation, therefore, depends upon two 
interrelated and interdependent classes of processes: (a) 
those which relate to the system of co-operation as a whole 
in relation to the environment; and (b) those which relate 
to the creation or distribution of satisfactions among 
individuals. 

The instability and failures of co-operation arise from 
defects in each of these classes of processes separately 
and from defects in their combination. The functions of 
the executive are those of securing effective adaptation 
of these processes.21 

In short, if a leader--whether he is a teachers' college director 

or a business executive--is to be successful, he must contribute to 

both major group objectives, goal achievement and group maintenance; 

or in Barnard's terms, he must facilitiate co-operative group action 

that is both effective and efficient. 

Halpin used the Leadership Behavior Description Questionnaire, 

constructed by Hemphill and Coons, for identifying "Consideration" and 



"Initiating Structure" as the two global dimensions of leader be-

havior. Halpin stated that, ''By measuring the behavior of leaders on 

the Initiating Structure and the Consideration dimensions,. we can 

determine by objective and reliable means how specific leaders differ 

in leadership style, and whether these differences are related signi~ 

ficantly to independent criteria of the leader's effectiveness and 

efficiency. 22 . 

Willower developed the T-G Form and it contains global descrip-

tions of two dimensions of administrative behavior based specifically 

on the Getzels-Guba construct of social behavior. The T-G Form 

distinguishes personal and normative dimensions which, collectively, 

may be referred to as leadership style. Powers 23 found that this 

instrument provided a statistically significant relationship between 

leadership style and their counterparts of the Leadership Behavior 

Description Questionnaire. 

Personal Characteristics 

The psychological approach is based upon the recognition that 

an individual 1 s behavior is determined at least in part by his per-

sonality structure. James Lipham states that the personality prere-

quisite for effective performance in a given role has become an area 

. . 24 of increasing concern in behavioral research. 

Lipham and Franke explored the non-verbal behavior of forty-two 
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principals classified on the basis of effectiveness ratings by central 

office personnel because they were concerned with the behavior and 

personal characteristics of administrators and were aware of the 

frequent discrepancy between what an administrator professes to believe 
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and what his actions are. The administrators were divided into two 

equal groups of "promo tables" and "non-promo tables." There was a 

significant difference in the types of interaction between the two 

groups. The "promotables" left their desks when greeting visitors, took 

care of their hats and coats, adjusted blinds and sat within three or 

four feet of their guests; whereas, the "non-promotables" sat behind 

their desks, greeted visitors only verbally, and sat as far as twelve 

feet away from them. Also, there were differences between the two 

groups with respect to concluding conferences with visitors and in 

the amount of variety of personal items in the office. The "promot­

ables" took visitors on tours, got them coffee, and saw them to the 

door of an office containing pictures, paintings, mountings, etc. The 

"non-promotables" literally perspired during the interview, lonp,ing 

for its termination. 
25 

Reavis revealed that the effective and successful school execu-

tive should rate high in the following characteristics: 1) unselfish 

motivation, 2) scholarly ability, 3) industry, 4) ability 'to g~t along 

with people, and 5) executive capacity. 26 

Gross, Giacquinta, Napior, and Pederson were interested in the 

satisfaction of principals who desired to attain higher administrative 

positions. Their National Principalship Studies involved a cross­

section of 501 principals in 41 cities in all regions of the United 

States. From the 382 men principals in the sample, they found that 

the level of aspiration of a principal was indirectly related to his 

satisfaction with (1) the income rewards, (2) the social status, and 

(3) the higher administration. On the other hand, factors that were 

directly related to intrinsic job satisfaction were the urinci.pal's 
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perception that (1) the decision-making machinery of the higher admin­

istration was effective, (2) the communication he receives from his 

subordinates was adequate, and (3) his administrative superiors gave 

27 him adequate social-emotional support. 

Henry was concerned with identifying personal characteristics of 

executives. He studied one hundred business executives in various 

types of business houses, using the Thematic Apperception test and a: 

number of personality tests, as well as conducting a short undirected 

interview. He found that successful executives have high achievement 

desires; have mobility drives, utilize authority as a controlling but 

helpful relationship, to superiors; have a high degree of ability to 

organize unstructured situations; have decisiveness; have fear of 

failure; are strongly oriented to reality; look to their superiors with 

a feeling of personal attachment; and have broken err..otional ties to 

28 their parents. 

Another empirical investigation relating personality variables to 

administrative effectiveness was conducted by Lipham. Specifically, 

he sought to answer the question, "Which personality need-dispositions 

are revelant to the role of the principal?" He found that the effective 

principal was (1) inclined to engage in strong and purposeful activity, 

(2) concerned with achieving success and positions of higher status, 

(3) able to relate well to others, (4) secure in interpersonal rela­

tionships, and (5) stable in the face of adversity. On the other hand, 

the ineffective principal was described as deliberate and preoccupied, 

as Bccepting with servile attitude his present level of achievement, as 

lacking skills essential for working with adults, as highly dependent 

on others for support, and as likely to become highly emotional in 
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upsettin~ situations. 29 

One development concerned with the relationship between personal 

characteristics and administrative success was reported by Wald and 

Doty. They studied 33 top level executives who each earned at least 

$20,000 a year with companies that each maintained more than $5,000,000 

worth of business annually. The subjects were given the \fonderlic 

Personnel Test, the Adams-Lepley Personnel Audit, and the Kuder Pre-

ference Record from which, along with a questionnaire and an extensive 

interview, the following information was revealed: 

The successful or likely-to-be-successful executive has ex­
perienced a happy home life in his earlier years, conducive 
to the development of security and self-confidence. 

He is extremely interested in and very much attached to his 
present family unit. 

The educational level completed by the typical executive is 
far above the average of the general population. 

He takes full advantage of varied educational opportunities. 

He is an active participant in and leader of social organi­
zations during childhood and throughout his career as a 
worker. 

He is interested in religion as a force toward developing 
high moral and ethical standards. 

He has experienced and continues to experience good health. 

He is interested in people - particularly in selling them 
on the idea of fundamental cooperation. 

He possesses very superior mental and analytical ability. 

He is serious and conscientious in his approach to work and 
willing to take risks only after full consideration of the 
available facts. 

He is forceful and intense ••• 

He is ohjective in facing his personal problems, frank and 
straightfot"Ward in his dealings with people, and spontaneous 
in his interpersonal relationships. 



He is ambitious and able to identify his ambitions with those 
of his company ••• 30 
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Magnuson studied the professional and personal characteristics of 

31 
successful school business managers, and reported the following: 

Professional 

Communicates well with others 
Knowledgeable in the field 
Delegates 
Works well with others 
Involves staff in decisions 
Approachable and available 
Interested in others 
Plans and organizes 
Ability to listen to others 
Uses channels of authority 

Administrator's Behavior 

Personal 

Just, fair 
Faithful, loyal 
Broad knowledge 
Poised, even tempered 
Honest, sincere 
Friendly 
Sense of humor 
Open-minded 
Consistent 
Considerate 

The School-Community Development Study Project identified nine 

/' areas of critical behavior of educational administrators as follows: 

1) setting goals, 2) making policy, 3) determining- roles, 4) appraising 

effectiveness, 5) coordinating administrative function and structure. 

6) working with community leadership to promote improvement, 7) using 

the educational resources of the community, 8) involving people, and 

9) communicating. These nine areas were identified for the purpose of 

classifying observations of administrative behaviot" with respect to 

inter-personal and environmental factors that have been found to make 
32 

a difference in administrator behavior. 

Gardner was also concerned with the behavior of executives within 

an organization and their relations with others on the job. Fe studied 

473 executives from fourteen firms, determining that the successful ones 

differed according to eleven traits, including high achievement desires, 

strong mobility drives, decisiveness, firmness of conviction, realism, 
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and organizational ability.33 

The Leadership Behavior Description Questionnaire was devised by 

the Personnel Research Board at the Ohio State University. It is espec-

ially suitable for obtaining information regarding perceptions of 

leadership behavior. This instrument identifies two major dimensions 

of leader behavior: "Initiating Structure" and "Consideration." Halpin, 

who originated the instrument, describes its two principal dimensions as 

follows: 

Initiating Structure refers to the leader's behavior in de­
lineating the relationship between himself and members of 
the work group, and in endeavoring to establish well-defined 
patterns of organization, channels of communication, and 
methods of procedure. 

Consideration refers to behavior indicative of friendship, 
mutual trust, respect, and warmth in the relation~hip 
between the leader and the members of his staff. 3 

Sternloff analyzed and developed basic general behaviors of the 

effective school administrators. A sample of those basic general he-

haviors of the effective school administrators are listed below: 

Interprets adequately the status, needs, problems, policies, 
and plans of the school. 

Provides pertinent information concerning school problems, 
and suspends judgment until the pertinent facts have been 
examined. 

Conducts all school affairs in an honest, ethical, and 
tactful manner. 

Utilizes consultants and specialists outside the school and 
cooperates with them in solving educational problems. 

Encourages all persons who will be affected to participate 
in policy development, and stimulates cooperative planning. 

Administers discipline effectively. 

Deals impartially and equitably with all individuals and 
groups. 



Shows a sincere interest in the welfare of school personnel. 

Organizes citizen or parent advisory groups, and cooperates 
with them in study and solution of school problems. 

35 
Willingly devotes extra time to important school affairs. 
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Smith studied the effective and ineffective behavior of secondary 

school principals. He reported that effective school principals should 

exhibit the following behaviors: 

Develop positive relationships with superintendents and the 
Board of Education. 

\Jork and plan cooperatively with their staffs. 

Stimulate personal and professional growth and development 
of their staffs. 

Develop an emotional climate within their schools which 
fosters security and self-respect for the staff memLers. 

Conduct themselves in a professional manner. 

Build organization, unity, and cooperation within their 
staffs. 

Promote positive working relationships with patrons and 
parent-community organizations. 

Demonstrate competence and administrative ability in 
school organization. 

Maintain desirable student behavior patterns and resolve 
individual and group discipline problems.36 

Summary 

In summary, this section was concerned with those concepts re-

· lated to administrative behavior. Such concepts have been eyed and 

criticized by several different groups and individuals. The effective-

ness of administrators is situational, and is dependent upon who is 

doing the evaluation, the evaluator's expectations for the administra-

tor's role, and the criteria used for evaluation. The administrator's 
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behavior and personal characteristics are considered to be important 

factors for administrative effectiveness. The literature also indi­

cated that scholarship, intelligence, experience in educational adminis­

tration, and a positive attitude toward role and duties, are common 

factors highly correlated with educational leaders' administrative 

effectiveness. 
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c;'APTLR Ill 

HE'i.'l!ODOLOCY 

Introduction 

Laus governing tile operation of teachers' colleges in Ttki]and 

makf provision for organizational structure and !'.U1ffi_ng, i lE'.SC la'•?S 

provide that each teachers' college be led by one director and up to 

thr~e assistant directors. Only in the case of new te~chers' colleres 

arc there less than three assistant directors. 1:1 situations wliere 

there was only one assistant director, th<.:! researcher considered t},i:> 

person as a "mobile". In situations where there were three assistant 

directors, it was necessary to identify the Mobile assistant director 

aud the immobile assistant director. 'L'his chapter discusses mobiles 

and immobiles and also describes: 1) population considered; 2) pro­

cedures for gathering the data; 3) treatment of data; 4) instrumenta­

ti01:; 5) statistical treatment of the data; and 6) translation of the 

questionnaires. 

The Population Considered 

In order to conduct this research, it was necessary to deal with 

the entire teachers' college system in '.1.'hailand. which consists of 

thirty-six teachers' colleges. Each teachers' college normally has 

one director and three assistant directors. Tlw communities in which 
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the various teachers' colleges are located are listed in Table VI. 

The map showing the location of the teachers' colleges is also shown 

in /\ppendix·L. 

TABLE VI 

LOCATION OF THE TEAChE}{S' COLLEGES 

1. Suansunanta 19. Piboonso,ngl·raJ11 
2. Bansomdej 20. Pl1etchabun 
3. Chandarakaseam 21. KarnDhaengphet 
4. Suandusit 22. Nakornsawan 
5. Pranakorn 23. Uttaradit 
6. Thonburi 24. Chiengmai 
7. Pethchaburividhayalongkorn 25. Chiengrai 
8. i4akornpathom 26. Lampang 
9 •: Yala 27. Udonthani 

1 (). Songkla 28. :;akonnakhon 
11. ~1akornsithammarat 29. Loei 
12. Surathani 30. Ubonratchathani 
13. Plmket 31. Mahasarakham 
14. Moubanj ombung 32. ifakhonratchasima 
15. Kanchanaburi 33. Buri ram 
16. Pathchaburi 34. Sur in 
17. '.i.'epsatri 35. Chachoengsao 
18. Pranakornsriayudhaya 36. Chanthahuri 

The thirty-six colleges er.1ployed one-hundred-and-~;ix assistant 

directors, which indicates that most colleges have three assistant 

directors. With a ratio of one-hundred-and-six assistant director:; to 

thirty-six directors, it seemed possible that an immpr,ile group could 

Le identified. 
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Selection of Subjects 

In most teachers' colleges, there are three assistant directors. 

In order to find out which assistant directors were considered mobile 

or immobile, the researcher sent twenty copies of one questionnaire 

to the director of each teachers' college and asked him to have the 

department heads, assistant department heads, and teacliers to identify 

those considered most qualified (mobile) and those considered least 

qualified (immobile). 

Procedures for Gathering the Data 

The researcher realized that it would be difficult to get all or 

nearly all of the responses returned from 'Thailand since the researcher 

was unable. to be there. Because the researcher realized that this 

study may be useful to his beloved country, qualified individuals 

helped cooperate in corresponding and gathering all the responses and 

mailing them back to the researcher. 

The researcher also had good cooperation from the Director General, 

Department of Teacher 'l'raining in sending the questionnaires to each 

teachers' college director. All questionnaires were sent to the dir-

ectors, assistant directors, and teachers. /\. set of materials for 

the directors contained: 

1. A letter from the researcher to the directors ex;· laining 
the purpose and procedures of the study, includinr an 
explanation of the process for selecting the assistant 
directors who are mobile and immobile. (See Appendix I). 

2. A letter from the Director General of the Department of 
Teacher Training indicating his support of the study. 
(See Appendix F). 

3. A copy of the Directors' Questionnaires; both the T.G. 



Form and the Leadership Behavior Description Questionnaire 
(LBDQ). (See Appendix G ). 

Materials for the assistant directors were also prepared; they con-

sisted of the following: 

1. A letter from the researcher to the assistant directors 
explaining the purpose and procedures of ti1e study. 
(See Appendix H ). 

2. A copy of the Assistant Directors' Questionnaire, or the 
Personal History Inventory (P .ll. I.). (See J\ppendix H ) • 

The Teachers' Questionnaire consisted of the following materials: 

1. A letter from the researcher to the teachers explaininL 
the purpose and procedures of the study. (See Appendix I). 

2. A copy of the Teachers' Questionnaire, or the Mobile 
and Immobile Form. (See Appendix I). 

The packets of the questionnaires were prepared by Mrs. Supis 

Itchayanan, the researcher's wife, and Mr.Naronk Seng]Jracha, the re-

searcher's data-coordinator in Thailand, in accord with instructions 

and materials given by the researcher. Each packet of the question-

naire contained the following materials: 

1. A set of the questionnaires for the director. 

2. A set of the questionnaires for the assistant directors. 

3. A set of the questionnaires for the teachers. 

4. Twenty stamped envelopes were provided for the director 
and the teachers in each college to seal his/her 
answer sheet and return back to the researcher's data­
coordinators in Thailand. 

The data-coordinators sent the second questionnaires directly to 

the director and the assistant directors in each college. A stamped 

envelope was prepared for returning answer sheets to the researcher's 

data-coordinators. 

The Director General of the Department of Teacher Training then 
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mailed his letter and the researcher's first questionnaire (Nobile 

and lrnmobile Form) to the thirty-six teachers' college directors on 

October27, 1976. (SeeAppentlix F). 

')9 

Upon receipt of the questionnaire, the data-coordinators analyzed 

the responses from each college under instructions given by the re­

searcher. After identifying the mobile and immobile assistant director 

in each college, the data-coordinators immediately sent the T-G Form 

and the LBDQ to the director and the Personal History Inventory to the 

assistant directors. The data-coordinators had also written the first 

and last names of the assistant directors who are mobile and immobile 

on the top of both questionnaires for identifying them to the director, 

so the director would know who they were. 

Some teachers' colleges did not return the researcher's question­

naires, so the data-coordinators sent letters of reminder. Almost all 

directors, assistant directors, and teachers were willing to cooperate 

and returned the questionnaires. 

The data-coordinators collected all returned questionnaires and 

sent them back to the researcher on January 17, 1977. The researcher 

received the completed questionnaires on January 28, 1977. 

Upon receipt of the completed questionnaires, the researcher 

analyzed the data. It was expected that there would be seventy-two 

individuals in the sample group. However, of the seventy-two in the 

sample group, two assistant directors were eliminated because one 

director chose not to complete the T-G Form and the LBDQ. Two other 

assistant directors in different colleges withdrew because of their 

reluctance to take the Personal History Inventory. Four more in 

two teachers' colleges were eliminated because the directors 
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and assistant directors reported a lack of understanding of the re-

searcher's request. 

After elimination of the ten assistant directors representing five 

teachers' colleges, the sample consisted of sixty-one in thirty-one 

teachers' colleges; one teachers' college had only one assistant direc-· 

tor, classified as mobile; so, thirty-one were classified as mobile and 

thirty as immobile. The percentage of returned and completed question-

naires was 86.11. 

Instrumentation 

Four forms of instruments were used to gather data for this 

research: 

1. The Mobile and Immobile Form determines the assistant 
director who is most qualified and the one who is 
least qualified to be a director in teachers' college. 

2. The T-G Form operationalizes the concepts presented 
previously. 

3. The Leadership Behavior Description Questionnaire 
(LBDQ) Forms 2 and 3, reveals the administrator's 
perceptions of his subordinate, were administered 
to the director, unknown to the assistant director. 

4. The Personal History Inventory which was completed 
by the assistant director himself. 

These four instruments are described as follows: 

The Mobile and Immobile Form 

The researcher developed the Mobile and Immobile Form in order to 

find out the assistant director who was the most qualified and the one 

who was the least qualified to be a director in the teachers' college. 

This form was sent to the department heads, assistant department heads, 
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and teachers in each college; they were asked to list the first and the 

last name of the assistant directors who was the most qualified (mo-

bile) and the one who was least qualified (immobile). (See Appendix I). 

The T-G Form 

The T-G Form developed by Willower1 , contains global descriptions 

of two dimensions of administrative behavior based specifically on the 

Getzels-Guba construct of social behavior. The T-G Form distinguishes 

personal and normative dimensions which, collectively, may be referred 

to as leadership style. Powers found that this instrument provided a 

statistically significant relationship between leadership style and 

their counterparts of the LBDQ. Specifically, "personal" correlated 

well with "consideration", while "normative" related well to "initiating 

structure". 

,A chi square table was constructed to arrive at the significance 

of the relationship. The analysis yielded a very high chi square value 
2 

of 21.2 for a P of less than .001. ~{!!lower validated the instrument 

by two means: 

In the first test, three faculty members at the Univ­
ersity of Buffalo unanimously agreed that the descriptions 
did correspond to the basic dimensions (of the Getzels-Guba 
model). 

In the other test, nine principals were identified by 
four chief school administrators as either normative or 
personal. Five teachers randomly chosen from the staff of 
each principal were asked to respond to the descriptions 
of each style, in terms of whether they believed either 
style described their assistant principal. At least a 
majority of the teachers on the staff of each principal 
selected the s~me classification as the chief school 
administrator. 

On the instrument "Style T" refers to the normative style, while 



"Style G" refers to the personal style. The glohal descriptions of 

each follow. 

"Style T" 

Principal expects teachers to do things "by 
the book." He wants teachers to behave in conformity to 
the things the school system expects of them. He is esp­
ecially concerned if teachers have trouble doing their 
jobs because of the expectations other persons or groups 
have for them. Principal sees his office as 
a center of authority and he believes that the same rules 
and procedures should apply to all teachers. He is con­
cerned that teachers behave in a "proper" manner in all 
their activities. He usually relies, for teacher control, 
on rewards and penalties which are spelled out in school 
district regulations. 

"Style G" 

Principal expects teachers to work things out 
by themselves, each in his own way. He wants teachers to 
behave in ways which meet their personal needs. He is 
especially concerned if teachers have trouble doing their 
jobs because of the kind of personality they have. Prin-
cipal sees his authority delegated and he 
believes that rules and procedures have to be tailored to 
the personality of the individual teacher. He is con­
cerned only with how teachers behave on the job. He 
usually relies, for teacher control~ on appeal to the 
teacher's sense of right and wrong. 

So as not to elicit a forced response, the instrument also con-

tains the following alternative: II Neither of the above descrip----
tions is more representative of my principal's leadership style." 

The Leadership Behavior Description Questionnaire 

The LBDQ was, devised by the Personnel Research Board at the Ohio 
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State University. The original instrument was constructed by Hemphill 

and Coons. Halpin and Winer, by a process of factor analysis of 

the responses of three hundred Air Force crew members, identified 

"Consideration" and "Initiating Structure" as the two global dimensions 



of leader behavior. Halpin used the Spearman-Brown formula for 

split-half reliability in order to establish the reliability of the 

instrument, arriving at a figure of .83 for the initiating structure 

scores and .92 for the consideration scores. Pertaining to the 

validity of the instrument, Halpin states: 

It has been found in previous research with the LBDQ-Real 
that though group members may differ in their perception 
of the leader's behavior, they nevertheless agree suffi­
ciently to warrant the use of the crew mean score on each 
dimension as a succinct and dependable index of the leader's 
behavior. 5 

The two dimensions of administrator behavior are described as 

follows: 

Initiating Structure 

Initiating Structure refers to the leader's behavior in 
delineating the relationship between himself and the members 
of the work-group, and in endeavoring to establish well­
defined patterns of organization, channels of communication, 
and the methods of procedure. 

Consideration 

Consideration refers to behavior indicative of friend­
ship, mutual trust, respect, and wannth in the rglationship 
between the leader and the members of his staff. 

St. Clair7 says that the instrument has been refined from the 

original form of 150 items, resulting in a forty-item form which was 

determined to be sufficiently reliable for further use in research 

findings. Fifteen of the forty items contributed to the Initiati~~ 

Structure, and fifteen others contributed to Consideration dimension, 

8 
while ten items served as "buffers" and were n.ot-.,$C9.J'.",~,!1· 

The fifteen items defining each dimension are listed below: 

Initiating Structure 

1. He makes his attitudes clear to his staff. 
2. He tries out his new ideas with the staff. 
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3. 
4. 
5. 
6. 
7. 
8. 
9. 

10. 
11. 

12. 

13. 
14. 

15. 

He rules with an iron hand. 
He criticizes poor work. 
He speaks in a manner not to be questionned. 
He assigns staff members to particular tasks. 

* He works without a plan. 
He maintains definite standards of performance. 
Ile emphasizes the meeting of deadlines. 
He encourages the use of uniform procedures. 
He makes sure that his part in the organization is 
understood by all members. 
He asks that staff members follow standard rules and 
regulations. 
He lets staff members know what is expected of them. 
He sees to it that staff members are working up to 
capacity. 
He sees to it that the work of staff members is 
coordinated. 

*Scored negatively 

Consideration 

1. He does personal favors for staff members. 
2. He does little things to make it pleasant to be a 

member of the staff. 
3. He is easy to understand. 
4. He finds time to listen to staff memhers. 
5. He keeps to himself.* 
6. He looks out for the personal welfare of the individual 

staff members. 
7. He refuses to explain his actions.* 
8. He acts without consulting the staff. 
9. He is slow to accept new ideas.* 

10. He treats all staff members as his equals. 
11. He is willing to make change. 
12. He is friendly and approachable. 
13. He makes staff members feel at ease when talking with 

them. 
14. He puts suggestions by the staff into operation. 
15. He gets staff approval on important matters before 

going ahead. 9 

*Scored negatively 
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Powers presents several reasons for choosing the LBDQ as a measure 

appropriate to this type of study: (1) It has been used extensively in 

investigations of public schools, (2) it was developed specifically to 

measure behavior of leaders, (3) the two dimensions are congruent with 

the two dimensions of the Getzels-Guba model, and (4) the specific 
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items of leadership behavior encompass reasonable forms of the behavior 

f i . 1 10 o pr ncipa s. 

~ Personal History Inventory 

11 
This questionnaire is similar to that which Powers devised, 

based on one constructed by Lipham. It is designed to elicit from the 

subjects information regarding (1) demographic factors, (2) education, 

(3) employment, (4) professional affiliations, and (5) activities 

participated in. Reason for success, motives for mobility, and imme-

diate and ultimate goals were explored in the study. A copy of the 

instrwnent is included in Appendix H. 

Treatment of Data 

Scoring the Instruments 

The Leadership Behavior Description Questionnaire that was used 

in this study was developed by the Personnel Research Board at the 

Ohio State University, as described by Halpin: 

•••• The Questionnaire is composed of a series of short, 
descriptive statements of ways in which leaders may be­
have. The members of a leader's group indicate the fre­
quency with which he engages in each form of behavior by 
checking one of five adverbs: Always, often, occasionally, 
seldom, or never. Each of the keys to the dimensions con­
tains 15 items, and each item is scored on a scale from 
4 to O. Consequently the theoretical range of scores on 
each dimension is from 0 to 60 ••••• 12 

Andrew Halpin also explains that "because we can never measure 

all the behavior of an individual, whatever measurement procedure we 

adopt, we entail some form of selection. 1113 So, in the present 

instance the instrument was adapted to measure two specific dimensions 
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of leader behavior, "Initiating Structure" and "Consideration". The 

LBDQ responses were adapted from the original LBDQ hy Halpin as the 

following: 

The numbers in the questionnaire (Appendix C) stand for: 

5 ::a Always 

4 = Often 

3 = Occasionally 

2 = Seldom 

1 = Never 

These numbers were deducted one point of each to make the total of 

a maximum score of 60 and the minimum of 0 of each dimension, as in the 

14 
original scoring of Halpin. 

Response 

5 

4 

3 

2 

1 

Positively 
Scored 

4 

3 

2 

1 

0 

i'legatj_vely 
Scored 

0 

1 

2 

3 

4 

After the Initiating Structure and the Consideration scores for 

each response of each group of items were computed, a total score for 

each dimension was used to determine the directors' description of the 

behavior of their assistant directors. 

Translation of the Questionnaires 

These questionnaires were translated from English to Thai as a 

courtesy to the directors, assistant directors, and teachers in Thailand. 



The translation of the questionnaires made it more convenient for the 

Thai college directors, assistant directors, and teachers to respond 

to the questionnaires. It was also felt that the translation would 

make this study more valid. 
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Every attempt was made to translate from English to Thai in order 

to maintain the same meaning. English-speaking professors were use<l 

to help with the details of that language and the faculty of the English 

Department at Nakornpathom Teachers' College in Thailand was used to 

review the translation. The researcher was aware that much of the 

validity and reliability of the instruments depended on the accuracy 

of the translation provided. 

Summary 

Sixty-one assistant directors were identified by the directors and 

teachers according to the researcher's criteria of mobility. The sam­

ple consisted of sixty-one assistant directors in thirty-one teachers' 

colleges. One teachers' college had only one assistant director 

classified as mobile, therefore, thirty-one assistant directors were 

classified as mobile and thirty as immobile. Four forms of instruments 

were used in collecting the data: 1) The Mobile and Immobile Form 

developed by the researcher in order to find out who was qualified as 

mobile and who was not qualified as immobile. 2) The T-G Form developed 

by Willower, contains global descriptions of two dimensions on "per­

sonal" and "normative", which referred to leadership style. 3) The 

Leadership Behavior Description Questionnaire (LBDQ) was constructed by 

Hemphill and Coons. Later, this form was devised hy the Personnel 

Research Board at the Ohio State University. The LBDQ contains two 
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global dimensions of leader behavior, identified as "consideration" and 

"initiating structure". 4) The Personal History Inventory is designed 

to elicit from the subjects information regarding (a) demographic 

factors, (b) education, (c) employment, (d) professional affiliations, 

and (e) activities participated in. This instrument was constructed 

by Lipham and devised by Powers. The study explored reasons for 

success, motives for mobility, and immediate and ultimate goals. 

The following chapter will reveal the result of two of those 

instruments, the T-G Form and the Leadership Behavior Description 

Questionnaire, the ones dealing with administrative behavior. 
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Gi1-\.PTER IV 

FIHDINGS FROM THE DESCRIPTIONS OF 

ADMI:rIS'i'I~TI\L BLHAVIOR 

Introduction 

This chapter focuses on an analysis of administrative behavior 

indicated in the data obtained from administering two of the in­

struments associated with this study: (1) the T-G Form, developed 

by \..'illower, and (2) the Leadership Behavior Description Questionnaire 

(LBD!H. Both were administered to the assistant directors. 

Three hypotheses were developed by the investigator in terms 

of behavior one might expect of the mobiles and immobiles, based on 

the dimensions described by the instruments employed. It was pre­

dicted that the mobile role-incumbents would be perceived as ex­

hibiting "personal" rather than "normative" behavior and that they 

would be higher on "consideration" than on "initiating structure". 

Conversely, it was predicted that the immobile role-incumbents would 

be perceived as exhibiting "normative" rather than "personal" be­

havior and that they would be higher on "initiating structure" than 

on "consideration". The third hypothesis predicted that the immobile 

role-incumbents would be lower than the mobile'role-incumbents on 

"initiating stt;'ucture". 
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The T-G Form 

The T-G Form was completed by the directors of the sixty-one 

assistant directors in thirty-one teachers' colleges included in 

the study. The directors simply checked the global dl.'.~scription that 

best fit the behavior of their assistants. In addition to the des-

criptions of "normative" and "personal" behavior, the statement, 

"Neither of the above descriptions is more representative of my 

assistant director's leadership style," was included, so that no 

director would feel that he had to make a forced choice between the 

two forms of behavior. Ten of the assistant directors' leadership 

styles could not be identified as either "normative" or "personal". 

Table VII indicates that the directors ascribed either a "personal" 

or "aormative" style to their assistant directors with the ratio 

beinb very close between the two. 

TALLE VII 

NUMBER OF SUBJECTS DESCRIBED AS EXHIBITING 
PERSONAL OR NORMATIVE LEADERSHIP STYLES 

Style r:umtJel.' of ~,ubjects 

p,~rsonal 26 

r;ormative 25 

Unclassified 1;) 

1 otal 61 
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An analysis of the sample divided according to a1e, however, 

was made to determine whether leadership style varied with that 

factor. The analysis was statistically significant. The Chi Square 

computed was equal 14.66, with the younger role-incumbents tending 
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to be associated with a "normative" identification. Further age 

comp;:i.risons between the younger and older unclassified assistant 

directors were made to determine whether unclassified assistant 

directors varied with that level. The analysis was statistically signi­

ficant. When the correction for small cell frequencies was applied, 

the Chi Square computed was equal 15.08, with the younger assistant 

directors tending to be more unclassified tl1an the older assistant 

directors. Table VIII presents the leadership styles and unclassified 

assjstant directors distributed between the two ar;e groups of the 

subjects. 

Analysis of the leadership styles between the mobiles and 

inunobiles showed that the mobiles were perceived to exhibit "personal" 

behavior, and the immobiles were perceived to exhibit "normative" 

behavior. The analysis was not statistically significant. The Chi 

Square computed was equal 2.37. The distribution of the two styles 

bet\..'een the two administrative types is given in Table IX. 

Since one cell frequency was zero, the analysis could not be 

completed. It was noted that the directors described their assistants 

as slightly higher on "personal" rather than the "normative" style. 

The investigator also found that the younger assistant directors were 

rated higher on "normative" style than the older assistant directors 

in the mobile role-incumbents. When the numbers of the younger and 

older assistant directors are combined, "per:sonal" style rated the 



the highest with "normative" second. The distribution of "personal" 

and "normative" leadership styles by age is indicat.ed in Table X. 

;",ge 

Younger 
(25-40) 

Older 
(41-54) 

Totnl 

2 x 

x2sig.05 

x2 

2 x sig.05 

TABLE VIII 

DISTRIBUTION OF NORMATIVE AND PERSONAL 
LEADERSHIP STYLES BY AGE 

FOR ALL SUBJECTS 

Normative Personal Unclassified 

24 11 8 

1 15 2 

25 26 10 

.. 14.66 (2x2 classification) 

= 3.84 

= 15.08 (2x3 classification) 

= 6.00 

Total 

43 

18 

61 

The younger assistant directors classified as immobiles were 

rated more often than the older assistant directors as exhibitinr: a 

"normative" leadership style. When the number of the younger and 

older assistant directors are pooled, the "normative" style is also 

exhibited more often than the "personal" style. Table XI shows the 

distribution of "normative" and "personal''leadership styles and 
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Style 

lformative 

Personal 

Unclassified 

Total 

x2 = 

x2sig.05 = 

TABLE IX 

DISTRIBUTION OF NORMATIVE AND PERSONAL 
LEADERSHIP STYLES BETWEEN SUBJECTS 

DEFINED AS NOBILE AND IMMOBILE 

Mobiles Irnmobiles 

10 15 

16 10 

5 5 

31 30 

2.37 

3.84 

TABLE X 

DISTRIBUTION OF PERSONAL AND NORMATIVE 
LEADERSHIP STYLES BY AGE OF 

MOBILE SUBJECTS 

Age Normative Personal Unclassified 

Youn~;er 10 7 4 
(25-40) 

Older 9 1 
(41-54) 

Total 10 16 5 

74 

Total 

25 

26 

10 

61 

Total 

21 

10 

31 
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unclassified assistant directors by age. The tendency of younger 

assistant directors, as exhibiting "normative" style and older as ex-

hibiting "personal" style was significant. The Chi Square computed 

was equal 6.03. Further comparisons between the younger and older un-

classified assistant were made to determine whether unclassified 

assistant directors varied with that level. The younger assistant 

directors tended to be more often unclassified than the older assistant 

directors. The analysis was significant. The Chi Square computed wa$ 

equal 6.00. 

TABLE XI 

DISTRIBUTION OF NORMATIVE AND PERSONAL 
LEADERSHIP STYLES BY AGE OF THE 

IMMOBILE SUBJECTS 

Age Normative Personal 

Younger· 14 4 
(25-40) 

Older 1 6 
(41-54) 

Total 15 10 

x2 "" 6.03 (2x2 classification) 

x2sig.OS = 3.84 

2' x = 6.00 (2x3 classification) 

x2sig.05 = 6.00 

Unclassified 

4 

1 

5 

Total 

22 

8 

30 
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In summary, for those assistant directors identified as mobiles, 

directors were more inclined to describe their leadership behavior 

as "personal" rather than "normative". Those identified as 
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immobiles were more often described as having a "normative" rather 

than "personal" leadership style. It was noted that 90% of the older 

assistant directors of the two groups were described as "personal". 

The tendency for directors to perceive mobile role-incumbents as 

exhibiting "personal" behavior and immobile as evidencing "normative" 

behavior was not significant. The Chi Square computed was equal 2.37. 

Further comparisons between the Wlclassified assistant directors of 

the mobiles and immobiles were made. The younger assistant directors 

tended to be more often unclassified than the older assistant directors. 

The analysis was statistically significant. The Chi Square computed 

was equal 15. 08. 

The Leadership Behavior Description 

Questionnaire 

The other instrument used by the directors to describe the 

behavior of their assistant directors was the Leadership Behavior 

Description Questionnaire (LBDQ). The directors' responses were scored 

in terms of the two dimensions, ''consideration" and "initiating 

structure". The maximum score for each component was 60. The fre­

quency of scores for the two administrative groups is presented in 

Tab]e XII. 

The individual scores were slightly higher on "consideration" 

than on "initiating structure". The mean scores for the entire 

sample were 46.19 and 43.32 for "consideration" and "initiating 
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TABLE XII 

FREQUENCY OF SCORES ON THE LBDQ 

Mobile Immobile Total 
Score Cons id- Initiating Cons id- Initiating Cons id- Initiating 

eration Structure er at ion Structure er at ion Structure 

58 2 1 3 
57 1 1 
56 2 2 
55 1 1 2 3 1 
54 1 1 1 1 
53 2 1 2 1 4 2 
52 2 2 4 
51 1 2 1 2 
50 2 1 2 1 4 2 
49 1 1 1 1 
48 2 2 1 3 2 
47 3 1 1 1 4 2 
46 3 4 3 1 6 5 
45 1 2 4 3 4 
44 3 2 2 1 5 3 
43 2 1 2 1 4 2 
42 1 5 4 1 9 
41 1 1 2 
40 4 3 1 3 5 
39 1 2 2 2 3 
38 1 1 2 1 3 
37 1 2 1 2 2 
36 1 1 1 1 2 
35 1 2 1 3 1 
34 1 1 2 1 3 
33 1 1 
32 
31 
30 
29 1 1 

structure", respectively. Each of the two components was analyzed to 

determine whether age accounted for any differences in the Leadership 

Behavior Description Questionnaire scores. The data in Table XIII 
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disclosed that the difference on "consideration'' between the younger 

and older groups of assistant administrators was not statistically sig-

nificant at the 0.05 level, but on "initiating structure" there was a 

statistical significance of 3.72. 

TABLE XIII 

MEANS AND STA.t'IDARD DEVIATIONS OF SCORES ON 
"CONSIDERATION" AND "INITIATING 

STRUCTURE" BY AGE OF 
SUBJECTS 

Younger 
x 

OlderY Total2 
Component Mean SD Mean SD Mean SD 

Consideration 46.25 6.69 46.05 5.22 46.19 6.29 

Initiating 45.04 5.63 39.38 3. 77 43.32 5.15 
Structure 

XN = 43, age 25-40. 

YN = 18, age 41-54. 

ZN = 61 

Consideration: t = 0.10 (df = 59) ' t sig.05 2.00 

Initiating Structure: t = 3.72 (df = 59) t sig.05 = 2.00 

A t-test analysis of the mean scores for "consideration" and 

"initiating structure" for the mobiles and immobiles revealed some 

interesting differences on both the compon~nts. The mobiles were 
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significantly higher than the immobiles on both dimension's of the LBDQ. 

However, both groups were rated higher on "consideration" than 

on "initiating structure". 

Although the mobile group was significantly higher than the 

immobile group on both dimensions of the LBD0, these differences were 

more sharply dra't'm on "consideration" than on "initiating structure". 

These results are consistent with the findings from the T-C: Form in 

which the mobiles tended to be described as "personal". Also consis­

tent with the T-GForm findings was the fact that mobiles tended to 

be rated higher on "consideration" than on "initiating structure". 

Table XIV contains the means and standard deviation scores on "con­

sideration" and "initiating structure" for the two administrative groups. 

The mean scores on the LBDQ components were derived for the 

younger and older sub-groups to determine whether age affected the 

scores. This analysis for the entire sample revealed no statistically 

significant differences. 

Further age comparisons were made between groups. Significant 

differences were not found between mobiles and immobi.les when the 

comparison of the scores on "consideration" and "initiating structure" 

were made. This information is divulged in Table XV and Table XVI. 

"Consideration" scores tended to be higher than "initiating 

structure" scores for both mobiles and immobiles, nevertheless, the 

difference between the number scoring higher on "consideration" than 

"initiating structure" was greater for the mobile than the immobile 

group. The difference was not statistically significant, as indicated 

in Table XVII. The Chi Square computed was equal 1.10. 



Component 

Consideration 

TABLE XIV 

MEANS AND STANDARD DEVIATIONS OF SCORES ON 
"CONSIDERATION" AND "INITIATING 

STRUCTURE" BETWEEN SUBJECTS 
DEFINED AS MOBILE AND 

IMMOBILE 

x 
Mobiles Immobilesy 

Hean SD Mean SD 

5.93 6.65 

Initiating Structure 

47.Sla 

b 
44.38 5.36 

44.83a 
b 

42.33 6.32 

XN = 31 

a Consideration: t = 1.63 (df = 59), t sig.05 2.00 

b 
Initiating Structure: t = 1.35 (df = 59), t sig.05 2.00 
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TABLE XV 

MEANS AND STANDARD DEVIATION OF SCORES ON 
"CONSIDERATIO:N" BETWEEN MOBILES AND 

IMMOBILES DIVIDED BY AGE 
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Mobiles Irnmobiles Total 
Variable Mean SD Mean SD Mean SD 

Younger x 47.47a 6.3 45.098 7.03 46.25 6.69 

Oldery 47.6b 
b 

5.08 44.12 5.39 46.05 5.22 

Totalz 47.51 5.93 44.83 6.32 46.19 6.29 

XN = 43 (21 mobiles and 22 irnmobiles) 

YN • 18 (10 mobiles and 8 irnmobiles) 

ZN = 61 (31 mobiles and 30 irnmobiles) 

8younger: t = 1.11 (df ·:;: 41) , t sig.05 2.02 

b 1. 32 (df 16) , sig.05 2.12 Older: t = = t 

In summary, the Leadership Behavior Description Questionnaire 

findings revealed that the mobiles were significantly higher than the 

immobiles on both "consideration" and "initiating structure". There 

was no significant difference in the mean scores on each dimension of 

the LBDQ when the entiEe sample was divided by age. Directors were 

inclined to rate both the mobiles and immobiles higher on "considera-

ation" than on "initiating structure". However, there wa.s some 



Variable 

Younger x 

OlderY 

Total 
z 

~ 43 

YN .. 18 

ZN 61 

TABLE XVI 

MEANS AND STANDARD DEVIATION OF SCORES ON 
"INITIATING STRUCTURE" BETWEEN 

MOBILES A..~D IMMOBILES 
DIVIDED BY AGE 

Mobiles Irnmobiles 
Mean SD Mean SD Mean 

46.52a 4.64 43.63a 6 .43 45.04 

39.9b 3.53 38.75 
b 

4.05 39. 38 

44.38 5. 36 42.33 6.32 43.32 

(21 mobiles and 22 immobiles) 

(10 mobiles and 8 immobiles) 

(31 mobiles and 30 immobiles) 

aYounger: t ,.. 1. 63 (df = 41)' t sig.05 2.02 

b 
t 0.60 (df 16), t sig.05 2.12 Older: = 

TABLE XVII 

THE HIG!lER SCORE ON THE LBDQ: "CONSIDERATION" 
VERSUS "INITIATING STRUCTURE" 

Variable 

Higher on "Consideration" 

Higher on "Initiating 
Structure" 

Number of Subjects 
Mobil~s Immobiles 

18 14 

7 12 

82 

Total 
~D 

5.63 

3. 77 

5.15 

Total 

32 

19 



TABLE XVII (Continued) 

Number of Subjects 
Variable Mobiles Immobiles Total 

Total 

x 2 = 1.10 

x2sig.05 = 3.84 

51 

•six mobiles received identical scores on "consideration" and 
"initiating structure". 

·bFour il:mmobiles received identical scores on "consideration" 
and "initiating structure". 

evidence that, when the comparisons of the scores on "initiating 

structure" between the younger and older of both groups were made. 

Mean scores of younger assistant directors were higher than those of 

older assistant directors. This was further supported by the finding 

that the younger assistant directors tended to be rated more 

often as exhibiting on "normative" rather than "personal" leadership 

styles. 

The Results of Hypotheses 

Three hypotheses were made by the investigator hefore gathering 

data. Two of them were confirmed, while one was not. The hypothesis 

that was not verified was, "The immobile role-incumbent will exhibit 

administrative behavior which is perceived as "normative" rather than 

83 

"personal", and higher on "Initiating structur!?" than on "Consideration". 
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A greater number of the immobiles were perceived as exhibiting "norma-

tive" styles, but not at a significant level. The LBDQ scores for 

the innnobiles were higher on "Consideration" than on "Initiating 

Structure". 
1 

This finding is compatible with the research of Henry , 

2 3 Coats and Pellegrin , and Gouldner • They point out that "non··pro-

motables" tend to be oriented to the needs of the peqple within the 

organization rather than to the values of the organization. Equating 

the immobile with the "non-promotable", it is explainable why the 

findings of the present study revealed the immobiles as being rated 

higher on "consideration" than "initiating structure". 

The two hypotheses supported by the findings were (1) that the 

mobile role-incumbents would be perceived as exhibiting "personal" 

behavior, and would be higher on "consideration" than "initiating 

structure", and (2) that the immobiles would be significantly lower 

than mobiles on "initiating structure". 

There is some evidence that, in describing their assistants as 

"normative", the directors associated this global description with 

"inconsiderate" behavior rather than with behavior stressing the 

values of the organization. Specifically, the assistant directors 

identified as "normative" had no greater percentage of their group 

making scores above the sample mean on "initiating structure" than 

did the group identified as "personal". Table XVIII illustrates this 

point and lends support to the suggestion that directors associated 

the "normative" style with less considerate assistant directors. 



TABLE XVIII 

NUMBER OF SUBJECTS DESCRIBED AS "PERSONAL" OR 
"NORMATIVE" WITH SCORES ON "INITIATING 

STRUCTURE" AND "CONSIDERATION" 
ABOVE OR BELOW SAMPLE 

HEAN SCORES 
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Consideration 
Style Ab~vex BelowY 

Initiating Structure 
Abovex BelovY 

Described as: 

Normative 10 6 5 7 

Personal 17 12 15 13 

xAbove the mean score for the entire sample 

. YBelow the mean score for the entire sample 

Summary 

The mobile assistant directors were perceived more frequently 

by their directors as "personal" in leadership style, while the 

inunobiles were perceived as "normative". When age was compared be-

tween groups, the younger assistant directors were more often ex-

hibiting the "normative" style than the older assistant directors 

in both mobile and immobile role-incumbent groups. 

Immobile assistant directors were rated significantly lower than 

the mobiles on both dimensions of the LBDQ. However, both groups were 

rated higher on "consideration" than on "initiating structure". The 

difference in mean scores of the two dimensions of the LBDQ was greater 
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for the mobiles than the immobiles. When age comparisons were made 

between groups, the significant differences of the scores on "consider­

ation" and "initiating structure" were not found between mobiles and 

innnobiles. 

The succeeding chapter compares the two administrative groups 

with the Personal History Inventory instrument. This data will 

indicate whether there are differences between mobiles antl immobiles 

regarding to a number of factual and personal variables. 



FOOTNOTES 

1William E. Henry, "The Business Executive: The Psychodynamics 
of a Social Role." American Journal of Sociology, LIV (1949), pp. 386-
391. 

2charles H. Coates and Roland J. Pellegrin, "Executives and 
Supervisors: Informal Factors in Differential Bureaucratic Promotion," 
Administrative Sci_ence -Quarterly, II (1957), pp. 204-208. 

3Alvin w. Gouldner, "Cosmopolitans and Locals: Toward an Analysis 
of Latent Social Roles," Administrative Science Quarterly, III 
(1958), pp. 444-480. 
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CHAPTER V 

FINDINGS FROM A PERSONAL HISTORY INSTRUMENT 

During this investigation the researcher gathered personal in­

fomation about the assistant directors in addition to the behavioral 

data. The purpose of this chapter is to find out whether there are 

differences in teaching experiences, education, attitudes, and aims 

in life between the mobiles and innnobiles. The researcher believes 

that these personal variables can effect upward mobility and have an 

effect on performance in the teachers' college system. The instrument 

used for this purpose was adapted from Powers Personal History Inven­

tory. The personal characteristics listed on this instrument helped 

obtain data which revealed significant differences among the subjects. 

Personal History Inventory 

The personal history inventory was used to explore a number of 

factual and personal variables aboutthe assistant directors. Modeled 

after one developed by Powers, this inventory contained factual ques­

tions pertaining to marital status, education, and activities, plus 

a number of affective questions regarding attitudes, aims, plans, 

and opinions. 

Factual Data 

The age of the assistant directors was fairly evenly distributed 
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among mobiles and innnobiles. In the twenty-five to forty a8e group, 

there were twenty-one mobile assistant directors and twenty-two immobile 

assistant directors. In the forty-one to fifty-four age group, there 

were ten mobile assistant directors and eight immobile assistant dir­

ectors. The analysis was not statistically significant between the 

two groups. The Chi Square computed was equal .04. Since the inves­

tigation was concerned with potential for promotion, it was expected 

even before the research began that the mobile group would generally 

be older than the immobile group. The actual distribution is shovm in 

Table XIX. 

k;e 

25-40 Years Old 

41-54 Years Old 

Total 

x2 = .04 

x2sig.05 = 3.84 

TABLE XIX 

DISTRIBUTION OF THE SAHPLE BY AGE 

Mobiles Immobiles 

21 22 

10 8 

31 30 

Total 

43 

18 

61 

The average age of the two groups, the total number of teaching 

experience years, the total number of years in the college, and the 
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total number of years worked with the present director are given in 

Table XX. The mobiles had a higher average in all categories than the 

immobiles except for the average number of years that an assistant 

director had worked with the present director. 

Factor 

Average Age 

Average Years 

Average Years 

Average Years 

TABLE XX 

DISTRIBUTION OF THE SAMPLE BY AVERAGE AGE, 
EXPERIENCE, YEARS IN COLLEGE, AND YEARS 

WORKED WITH THE PRESENT DIRECTOR 

Mobiles 

39 .03 

Teaching Experience 14. 97 

in this College 9.94 

Worked with the 4.53 
Present Director 

Immobiles 

37 .81 

13.92 

8.55 

4.85 

Sex was not a significant variable with which to contend, since 

the subject group in the present study had only four females of the 

sixty-one assistant directors. Of the four females, three were mobile 

and one immobile. This tabulation revealed a possible significant 

difference between the two groups. 

The respondents had ,earned differ~nt degrees in both the mobile 

and immobile categories. The mob~les, however, tended to hold higher 
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degrees than inunobiles. The amount of formal education that an 

assistant director had received also had a bearing on the position he 

held, as all doctorates were considered mobiles. Table XXI illustrates 

the frequency for each group engaged in the degree programs. This 

investigation also found that in both groups there were only ten of 

the sixty-one assistant directors who had graduate work in administra­

tion and supervision. There were seven and three for the mobiles and 

immobiles, respectively. 

TABLE XXI 

HIGHEST DEGREES HELD BY MOBILES AND IMMOBILES 

Highest Degree Held Mobiles Immobiles Total 

Doctorate 3 3 

Master's Degree 18 13 31 

Graduate Work (No Advanced degree) 3 1 4 

Baccalaureate Degree 7 16 23 

Total 31 30 61 

The subjects were asked to check the activity to which they de­

voted most of their free time in the past five years. Both groups 

indicated the difference in their preference for the various activities. 

Reading and outdoor recreation had the first and second highest 



frequencies for the mobiles. Sports and club activities had the 

first and second highest frequencies for the imrnobiles. This infor-

mation is illustrated in Table XXII. 

TABLE XXII 

THE RECREATIONAL ACTIVITY TO WHICH SUBJECTS 
HAVE DEVOTED MOST OF THEIR SPARE TIHE 

IN THE PAST FIVE YEARS 

Activity Mobiles Immobiles 

Amusements 1 4 

Club Activities 3 7 

Viewing Television 1 4 

Outdoor Recreation 5 2 

Reading 17 4 

Sports 2 8 

Traveling 2 

Music Performance 1 

Total 31 30 

Total 

5 

10 

5 

7 

21 

10 

2 

1 

61 

92 

Hobiles were more likely to join professional organizations. The 

subjects indicated a number of organizational memberships. The fre-

quency of social memberships exceeded that of the other categories. The 

second highest mean frequencies for the mobiles and immobiles regarded 
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professional memberships. The mobiles had a higher mean frequency 

than the immobiles in all organizations except social memberships. The 

data are given in Table XXIII. 

TABLE XXIII 

NUMBER AND TYPES OF ORGAl.~IZATIONAL 
MEMBERSHIPS AMONG THE SUBJECTS 

Type of Hobiles Immobiles 
Organization Frequency Mean Frequency Mean 

Social 42 1.35 57 1.9 

Professional 39 1.25 17 0.56 

Religious 15 0.48 11 0.36 

Total 96 3.09 85 2.83 

Affective and Opinion Data 

Total 
Frequency Hean 

99 1.62 

56 o. 91 

26 0.42 

181 2.96 

The question regarding aims of the assistant directors elicited 

a number of responses, all of which are revealed in Table XXIV. The 

aim to "continue my education" received the greatest frequency of 

replies with thirty-eight of the fifty-eight subjects responding in 

that manner. This aim was rated high both by mobiles antl inunobiles. 

The second highest frequency for the mobiles and immobiles was "to 

keep advancing". The aims of the subjects are listed in verbatim in 
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the table. 

• TABLE XXIV 

AIMS IN LIFE STATED BY THE MOBILES AND IMMOBILES 

>{ 
Freguencl Amons 

Aims Mobiles Immobiles Total 

Continue my education 21 17 38 
To keep advancing 10 7 17 
Try to work hard and have 8 5 13 

responsibility 
Be of service to mankind 7 2 9 
To improve the college admin- s 2 7 

istration 
To be a good administrator 4 1 5 
To provide for myself and family 2 6 8 
To work in best interst of students 2 5 -.7 
To improve the standards of education 2 1 \3 
To be happy in my work 1 1 2 
After retirement, to be a business 1 1 2 

man 
After retirement, to be a farmer 1 1 
No answer 1 1 
To be a member of the House of 1 1 

Representatives 
To become a director 1 1 
Unknown 1 1 

*Some subjects listed more than one aim 

Fifty of the respondents stated certain ol:>stacles that they 

thought might prevent the attainment of their goals. The lack of 

cooperation and lack of professional training were the obstacles 

mentioned the most frequently. The second highest .. Etean frequencies 
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for the immobiles and mobiles was the lack of finances and lack of 

responsibility for group members. The results are shown in Table XXV. 

TABLE XXV 

OBSTACLES STATED BY SUBJECTS WHICH MIGHT 
PREVENT ATTAINMENT OF AIMS 

Obstacles* 

Lack of cooperation 
Lack of professional 
Lack of finances 
Lack of reliability 

members 
No answer 
None 
Phys:ical limitations 
No sponsor 

training 

of group 

No chance to get the work done 
Lack of motivation 
Unfairness in the Teachers College 

system. 
Have a heavy work load 
Too much flexibility in college policy 
Invasion from the Conununists 
Individuals selfish in the college 
Teachers College has' old fashioned 

administration system 
Have a conflict with superior 

Freguencx AmonE 
Mobiles Immobiles 

8 5 
5 6 
2 5 
4 2 

3 5 
2 3 
2 1 
2 1 
2 1 
1 1 
1 

1 
1 

1 
1 
1 

1 

*Some subjects listed more than one obstacle. 

Total 

13 
11 

7 
6 

8 
5 
3 
3 
3 
2 
1 

1 
1 
1 
1 
1 

1 

The question regarding "what do you plan to do first when you are 

a director" revealed many different responses, as seen in Table XXVI. 



TABLE XXVI 

PLAITS FOK. 1!'1PROVING THE TEACHERS 1 COLLEGE SYSTEM 
STATED BY nm MOBILES J\.'.iD IMMOBILLS 

Plans* Mobiles 

Pla11 for a clear policy 7 
Improvement of the efficiency of 5 

personnel 
Distribute assignments equally to 3 

all teachers 
Improve academic affairs 4 
Improve teacher morale 4 
Provide welfare and security for 3 

all teachers 
Implement teachers' accountability 3 

system 
Reorganize and structure system 1 
Encourage teachers' unity 1 
Improve the methops of teaching 1 
Improve college sanitation 1 
Improve teachers' behavior 1 
i:~o answer 1 
Improve the students' discipline 
No idea 
Require certain uniforms for 

teachers and students 

*Some subjects listed more than one plan 

Immobiles 

5 
9 

7 

2 
2 
1 

') ... 

1 
1 
1 
1 
1 

The statements "plan for a clear policy" and "ir.iprove the 

Total 

12 
14 

6 
6 
4 

3 

3 
1 
1 
1 
2 
2 
1 
1 
1 
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efficiency of personnel" were the first and second highest frequencies 

for the mobiles. While the plan for "improvement of the efficiency of 

personnel" and "distribution of teacher's works" were the first and the 

second highest frequencies for the immobiles. The plans of the sub-

jects are listed in Table XXVI. 

One question on the inventory was concerned with the assistant 
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directors' attitudes toward: (1) getting along with co-worl:ers and 

subordinates, or (2) getting along with superiors. The actual dis-

tribution, presented in Table XXVllwas not statistically significant. 

The Chi Square computed was equal .001. Both the mobiles and immohiles 

tended to favor getting along with co-workers and subordinates. The 

mobiles favored that factor to a greater extent than did the immobiles. 

Factor 

TABLE XXVII 

FACTOR STATED BY TllE SUBJECTS AS MOST IHPORTANT 
FOR THEIR SUCCESS: GETTING ALONG WIT!I 

CO-WORKERS AND SUBORDINATES 
OR SUPERIORS 

:Mobiles Irrrrnob iles 

Getting along with: 

Co-workers and Subordinates 29 27 

Superiors 2 3 

Total 31 30 

2 
.001 x 

2 
3.84 x sig.05 = 

Total 

56 

5 

61 

In an opinion question, each subject was asked to select one 

characteristic that he especially appreciated in a director under whom 

he had served. "implementing or following through with plans, requests, 
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and activities" was the most frequent response in both groups. "Hain-

taining clear communication" and "structuring the organization" were 

the second highest frequencies for the mobiles and immobiles. The 

response frequencies are given in Table XXVIII. 

TABLE XXVIII 

MOST LIKED CHARACTERISTIC OF A DIRECTOR 

Characteristic Mobiles Immobiles Total 

Implementing or following through 20 13 13 
with plans, requests, and 
activities 

Structuring the organization 2 8 10 

Maintaining clear communication 7 2 9 

Showing consideration 2 5 7 

Others (specified) 2 2 

Total 31 30 61 

In a query dealing with orientations, the respondents were asked 

to select the person or persons whose advice was found to be the most 

valuable with respect to a college problem. The check-list consisted 

of (1) teachers, (2) the director, and ( 3) supervisors or directors from 

the lJepartment of Teacher Training. The total group and both mobiles 

and immobtles decidedly favored the teachers as the source providin; 



the most valuable advice. The distribution is illustrated in Table 

XXIX. 

Person(s) 

Teachers 

Directors 

TABLE XX.IX 

PERSON(S) IN COLLEGE SYSTEM \·!HOSE ADVICE 
IS MOST VALUED BY SUBJECTS 

Mobiles Immobiles 

20 18 

10 11 

Others (specified) 1 1 

Total 31 30 

Total 

38 

21 

2 

61 

An attitudinal question sought infonnation regarding the manner 
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in which a problem should be resolved in a college. Did the assistant 

directors believe one should abide by rules and policies; or should he 

take "reasonable" action, even if not in accord with rules and policies? 

The immobiles slightly favored "abiding by rules and policies", while 

the mobiles tended to favor "taking reasonable action". The actual 

distribution was not a statistically significant. The Chi Square corn-

puted was equal .01. The frequency distribution is given in Table 

xxx. 



TABLEXXX 

SUBJECTS' FEELINGS ABOUT HOW A PROBLEM 
SHOULD BE RESOLVED IN A COLLEGE 

Factor Mobiles Immobiles 

Take Reasonable Action 20 14 

Abide by Rules and Policies 11 
~· 

16 

Total 31 30 

x2 = .01 

x2sig.OS • 3.84 

Summary 

Total 

34 

27 

61 

In sunnnary, the Personal History Inventory revealed many simi-
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larities and differences between the mobiles and immobiles. There was 

little difference between the two groups regarding marital status and 

number of children. Sex was not a significant variable with which to 

contend, since the number of female assistant directors was small. 

There was a difference in degrees held by mobiles and immobiles. The 

mobiles held more graduate degrees than the immobiles. There were 

only three doctorates in the mobiles, while there were none in the 

immobiles. Only a small number of assistant directors have graduate 

work in administration and supervision. 

The subjects indicated a number of or~anizational memberships. 

The frequency of social memberships far exceeded the memberships in 
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the other categories. Professional memberships was the second highest 

mean frequency for both mobiles and immobiles. The mobiles had a 

higher mean frequency than the immobiles in all organizations except 

social memberships. As for activities, the mobiles preferred reading 

and outdooor activities, while the immobiles preferred sports and club 

activities. 

The aim in life preferred by both groups were to "continue my 

education" and "keep advancing". While many in both groups perceived 

certain obstacles to reaching th~ir desired aims in life, both groups 

reported "lack of cooperation" and "lack of professional training" as 

possible barriers. The immobiles were also concerned about "lack of 

training". 

Both groups planned to exhibit different behavior when they be­

came college directors. "Clear policy" and "improve the efficiency 

of the personnel" were recognized as important by the mobiles. The 

immobiles mentioned "improve the efficiency of the personnel" and 

"distribute assignments equally to all teachers". 

The immobiles rather than the mobiles had a tendency to embrace 

the organizational values in preference to personal values. Both groups 

esteemed "implementing or following through with plans, requests, and 

activities" more highly than the others. Both groups, however, pre­

ferred getting along with co-workers and subordinates rather than 

superiors, and they valued the advice of their teachers more highly 

than that of others in solving college problems. The mobiles pre­

ferred taking "reasonable" action when solving problems; whereas, the 

immobiles chose "abiding by rules and policies". 



FOOTNOTE 

1Thomas E. Powers, "Administrative Behavior and Factors Related to 
Upward Mobility" (unpublished Ph.D. dissertation, University of Chicago, 
1966), pp. 124-126. 
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CHAPTER VI 

OVERVIEW, CONCLUSIONS, AND IMPLICATIONS 

The first two chapters mentioned the purpose and the objectives 

of the study, described the Department of Teacher Training, and out­

lined the structure and functions of the teachers' college. Chapter 

III records the methodology, finds the administrative behavior and 

leadership style, and determines personal characteristics of assistant 

college directors who differed in factors related to upward mobility. 

Chapter IV and V describes behavioral and personal characteristics 

of the subjects defined as mobile and immobile. The final chapter 

summarizes the most important results of the study. In it also are 

the conclusions which were drawn from this research. Finally, re­

commendations are made with regard to the instruments, practice, and 

further research. 

Overview 

A number of the studies dealing with the behavior, leadership 

style, and personal characteristics of administrators have revealed 

some important differences between "types" of administrators. For 

this research the investigator sought to determine whether certain 

behavior, type of leadership, and personal characteristics of assistant 

college directors were related to upward mobility. 

The investigator followed Powers' conceptualization of two 11 types11 
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of administrators: (1) mobiles, who aspire to higher positions, but 

have been neither rejected nor accepted for advancement, and (2) im­

mobiles, who aspire to higher positions but have been rejected for 

advancement. 
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The main purposes of this studv were to: (1) investigate the 

basic differences in behavior between the two types of administrators 

as perceived by the directors, (2) investigate the basic differences 

in a number of factual and personal variables between mobiles and 

immobiles, and (3) find out if certain behavioral qualities and 

personal characteristics of assistant college directors were related 

to upward mobility as perceived by the directors. 

Several previous empirical studies have some bearing on the ex­

ploratory questions of this study. The basic differences in behavior 

and personal characteristics of two types of administrators were found 

to be important. The age, level of education, aims in life, and 

attitudesappeared to be related to promotion. They were also revealed 

as differences in characteristics between the two administrative 

groups. 

Selection of Subjects 

The study included thirty-six teachers' colleges in Thailand. 

Since the thirty-six colleges employed one hundred and six assistant 

directors, it appeared possible that an immobile group could be iden­

tified. 

In most teachers' colleges, there are three assistant directors. 

In order to find out which assistant directors were considered mobile 

or innnobile, the researcher sent twenty copies of one questionnaire to 
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the director of each teachers' college and asked him to have the 

department heads, assistant department heads, and teachers to identify 

those considered most qualified (mobile) and those considered least 

qualified (immobile). 

Procedures for Gathering the Data 

The researcher realized that it would be difficult to get all of 

the responses returned from Thailand since the researcher was in the 

United States of America. The researcher had excellent cooperation 

from the Director General, Department of Teacher T~aining, who sent 

his support letter and the researcher's first questionnaire to each 

teachers college directors. Invaluable aid was also received from 

Mrs. Supis Itchayanan, the researcher's wife, and Mr. Naronk Sengpracha, 

the researcher's data-coordinators for collecting returned question-

naires. All questionnaires were sent to the directors, assistant 

directors, and teachers. The questionnaires were sent to different 

persons as follows: 

1. The director's questionnaires include: 
a. The T-G Form. 
b. The Leadership Behavior Description Questionnaire 

(LBDQ). 

2. The assistant directors' questionnaire is a Personal 
History Inventory (P.H.I.). 

3. The teachers' questionnaire is the Mobile and Immobile 
Form. 

The Director General of the Department of Teacher Training ma i 1 ·~d 

his letter and the researcher's first questionnaire (Mobile and ImrnolJile 

Form) to the thirty-six teachers' college directors on October 27, 1976. 

Upon receipt of the first questionnaire, the researcher's data-
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coordinators analyzed the data responses from each colle'.:e in accord 

with the instructions by the researcher. After knowing who are mobile 

and immobile in each college, the data-coordinators immediately sent 

the T-G Form and the LBDC! to the director and the P.H.I. to the 

assistant directors. 

The data-coordinators collected all returned ~uestionnaires and 

sent them back to the researcher on January 17, 1977. The researcher 

received the completed questionnaires on January 28, 1977. 

The researcher began to analyze the dat2. Of the seventy-tv:o in 

the sample group, ten assistant directors or five teachers' colleges 

were eliminated because the directors chose not to complete the T-G 

Form and the LBDQ and the assistant directors were reluctant to take 

the P.H.I. The sample group consisted of sixty-two in thirty-one 

teachers' colleges. One teachers' college had only one assistant 

direct, who was classified as mobile. Finally, the sample consisted 

of sixty-one: thirty-one mobiles and thirty immobiles. The percentage 

of returned completed questionnaires was 86.11. 

Instrumentation 

The T-G Form and the Leadership Behavior Description Question­

naire (LBDQ) were used to describe the administrative behavior of the 

mobile and inunobile. Both instruments were completed by the college 

directors who worked most closely with the assistant directors se­

lected. The information gained described administrative behavior 

commensurate with the basic dimensions of the Getzels-Guba model. 

The subjects themselves completed the personal history instrument. 

The Personal History Inventory was designed to elicit information from 



107 

the subjects regarding: (1) demographic factors, (2) education, 

(3) employment, (4) professional affiliations, and (S) activites par-

ticipated in. 

Hypotheses 

Three hypothesis were made regarding the administrative behavior 

of the respondents. They were as follows: 

1. The mobile role-incumbent will exhibit administrative 
behavior which is perceived as "personal" rather than 
"normative", and higher on "considerationu than "ini­
tiating structure". 

2. The immobile role-incumbent will exhibit administrative 
behavior which is perceived as "normative" rather than 
"personal", and higher on "initiating structure" than 
on "consideration". 

3. The immobile role-incumbent will be significantly 
lower than the mobile on "initiating structure". 

Findings 

The Description of Administrative Behavior. --Probably the 

most significant finding of this research is related to the admin-

istrative behavior of personnel who are denied promotion. Defined 

as iDDDObiles, they were found to vary significantly from the mobiles 

regarding the descriptions of behavior as perceived by their directors. 

The mobiles were perceived to exhibit a "personal" leadership 

style rather than a "normative" one while the inunobiles were viewed 

as "normative" on the T-G Form. It was found that the younger assistant 

directors of both groups more frequently exhibited a "normative" lea-

dership style, than the older assistant directors. Regarding the LBDQ, 

the mobile assistant directows were rated significantly higher than the 



immobiles on "consideration" and on "initiating structure". Both 

administrative groups, however, were rated higher on "consideration" 

than on "initiating structure". 
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The information reported on the Personal History Inventory.--The 

personal history instrument presented some interesting findings: 

First, the two administrative groups differed on several demo-

. graphic variable. There were only four females of the sixty-one 

assistant directors of which three were considered mobiles and one 

was considered immobile. There was a greater number of married mobiles 

than immobiles, but the immobiles had the greater number of children 

than the mobiles. 

Second, the mobiles had a higher average age, more years of 

teaching experience, and averaged more years in college than did the im­

. mobiles. The immobiles, however, averaged more years in working exper­

ience with the director. 

Third, the educational profile for both administrative groups was 

different. The mobiles generally held higher degrees than the immobile& 

There were three doctorates for the mobiles, while there were none for 

the immobiles. According to current regulations, all college admin­

istrators should have met the requirements of a degree in administra­

tion and supervision. This investigation found, however, that only 

ten of the sixty-one assistant directors held this degree. The mobiles 

held more degrees in administration and supervision than the immobiles 

by a ratio of seven to three. 

Fourth, an inquiry about organizational memberships revealed that, 

for the total sample, membership in social organizations exceeded 

membership in professional and religious groups in the three types of 
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voluntary membership groups that were identified for mobiles and 

immobiles. Total membership for the mobiles was only slightly higher 

than that for the immobiles. The immobiles had lower membership than 

the mobiles of each of the three groups, except social organizations. 

Fifth, an inventory item about activities to which the subjects 

devoted their free time found both groups devoted to different acti-

vities. Reading and outdoor recreation were preferred by the mobiles, 

while sports and club activities were preferred by the immobiles. 

Sixth, a question regarding aims in life revealed that the pre-

f erred response for both groups were "continue my education" and 

"keep advancing". The mobiles revealed that "lack of cooperation" 

and "lack of professional training" were obstacles for their aims. 

While "lack of professional training" and "lack of finances" pre-

vented the immobiles from their goals. 

Seventh, when a question was raised "if you are a director, what 

will you plan to do first?" The mobiles tended to "plan for a clear 

policy" and "improve the efficiency of personnel" more than the 

others. In contrast, the immobiles planned for "improvement of the 

efficiency of personnel" and to "distribute assignments equally to all 

teachers" more than the others. 

Finally certain non-significant differences between the ~wo 

administrative groups with respect to attit.udes, opinions, and orien-

tations were explored by the questionnaire. Several of those direc-

tional differences follow; 

1. Mobiles, to a greater extent than the immobiles, tended 
to state that getting along with co-workers and sub­
ordinates was more _important to success than getting 
along with superiors. However, this response was pre­
ferred by both administrative groups. 



2. In selecting a characteristic particularly appre­
ciated in superiors, both groups favored "imple­
menting or following through with plans, requests, 
and activities." 

3. Both administrative groups reported that the advice 
of the teachers was most valuable in solving 
college problems. 

4. An attitudinal question regarding how a college pro­
blem should be resolved was asked of the subjects. 
The mobiles preferred "taking 'reasonable' action", 
while the immobiles preferred "abiding by rules 
and policies. " 

Conclusions 

There were some conclusions about the instruments used in the 
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study that were reached by the investigator. First, the investigator 

found that the study suggests that the T-G Form does not identify 

assistant directors with a truly "normative" leadership style. It 

appears that directors associated "normative" behavior as opposite to 

"personal" behavior, perceiving it to mean "inconsiderate". The 

directors did not consider assistant directors' behavior as "norma-

tive". They tended to evaluate their assistant directors as "norma-

tive" if the individual differed from the "personal". This judgment 

is based on the findings that subjects described as "normative" tended 

to be rated low on "consideration", while there was no relationship 

between being described as "normative" and obtaining a high "initiating 

structure" score. In other words, these variables were seen as 

describing only one dimension, rather than two. 

A second conclusion is that the "personal" and "normative" dimen-

sions of the T-G Form did not appear to be consonant with the respec-

tive components of the "consideration" and "initiating structure" of 
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the LBDQ. 

A third conclusion is that neither global description of the T-G 

Form seemed to describe the behavior of a number of assistant college 

directors. Ten of the sixty-one subjects' behavior was listed as 

"unclassified" by their college directors. 

A further limitation applied to the T-G Form and the LBDQ. The 

administrative behavior of the assistant directors was measured only 

through the perception of their directors. 

Certain conclusions, subject to the procedural limitation just 

mentioned, were reached from an analysis of the findings of this study. 

Probably the most important was that by dividing upward mobile assis­

tant directors according to their apparent chances of achieving career 

goals is a useful variable in studying the behavioral and personal 

characteristics of incumbents of the same role. This study might be 

useful to the college administration for improving the efficiency of 

the personnel and attaining college goals. In the present inv~stiga­

tion, the mobiles differed significantly from immobiles with regard 

to: a) the director's perception of administrative behavior, b) en­

gagement of role-incumbents in degree programs, and c) attitudes, 

orientations, and opinions to the role of assistant directors. In 

this study, those subjects who had been denied promotion were des­

cribed by their directors as behaving differently from those who 

apparently still had a chance at promotion. 

One hypothesis about the administrative behavior of the immobile 

was not substantiated by the findings. Immobiles tended to be higher 

on "consideration" than on "initiating structure". This was just the 

reverse of the prediction. 
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The results from the T-G Form and the LBDQ suggest that mobile 

administrators exhibit a high degree of "personal" behavior. At the 

same time, they are high on "initiating structure". In the present 

study, the mobiles were significantly higher than the immobiles on 

both dimensions. These results suggest that the mobile is interested 

in both the needs of the individual and the goals of the institution. 

The immobile which emerges from the directors' descriptions of 

their assistant directors could be misleading on "normative" profile 

of the immobile. The innnobiles in this study were high on "normative" 

but had low scores on "initiating structure", therefore, it can 

hardly be concluded that they exhibit behavior which stresses organ­

izational values, especially since they could not easily find anything 

that they particularly liked about their college systems. So it could 

be concluded that their concern was for both the needs of the individual 

and the organizational goals. 

The findings from the personal history inventories suggested that 

those role-incumbents that were low in degrees held were highly dis­

watisfied workers. They appeared to wish for advancement in their 

careers, to gain more obvious structuring of the organization, and to 

have more professional training. As a group, they make significantly 

more negative comments about their roles than did the mobiles. 

Implications and Suggestions 

Several implications which may be applied to the practice of 

administration emerge from this investigation. Also many suggestions 

arose from the study which could indicate the need for further re­

search on mobility. 
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One important implication concerns the number of immobiles 

working within an organization. This study revealed that the immobiles 

are lower than mobiles on several characteristics considered important 

in administration. Furthermore, immobiles appear to be experiencing 

little job satisfaction, since they have lower educational levels, 

teaching experiences, professional training, and want to keep advancing. 

This potentially frustrating situation will have adverse effects on 

performance. 

Certain features of an organization having a large number of 

immobiles may be conducive to an increase of an even larger number of 

immobiles. First, the pyramidal design of the hierarchy restricts the 

number of role-incumbents who can advance. Second, the situation may 

worsen if personnel are hired for the higher positions from outside the 

organization rather than inside. Third, those advanced positions are 

restricted from personal characteristics of personnel, such as age, 

sex, experience, and education. 

Since an immobile group will normally exist in any organization, 

ways should be found to keep them satisfied, and thus more effective, 

in their roles. Organizations should satisfy those physical and 

psychological needs of the immobile that the mobile satisfies by 

moving higher in the organization. 

The finding that the immobiles were low on both "consideration" 

and "initiating structure" should be of concern to organizations since 

this would indicate that they are "ineffective". The very fact that 

they are repeatedly overlooked for promotion lends additional support 

to such an argument. 

Information from the personal history inventory revealed an 
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important plus for the mobiles, who held a higher number of degree 

programs than did the immobiles. In order that the same advantages 

might accrue to both groups, organizations should consider an in-

service training program so that the "ineffectiveness". of the immobiles 

could be diminished. In turn, their job satisfaction would increase, 

as well as their number of positive comments about the organization 

employing them. 

Further implications with regard to educational background were 

found. Since the investigation found that both administrative groups 

had few who held degrees in administration and supervision, the 

college administrators should have a relevant educational background. 

nie researcher believes that experience alone would not make college 

assistant directors meet the maximal level of administrative effective-

ness. It was thought that the combination of the theory combined with 

educational background and experience would allow college assistant 

directors a better opportunity to meet the maximal level of effective-

ness as administrators. 

The data from the personal history inventory also indicated that 

certain personal characteristics differed according to the administra-

tive type. Thus, it could be expected that job satisfaction for a 

worker will vary according to his attitude toward mobility. 

There are several suggestions arising from this study which may 

serve as the basis for further research. nie most important of 

these follow: 

1. The perceptions of administrative behavior as perceived 
by the directors, as well as by the teachers, should 
be studied in regard to the assistant directors. 'nte 
differences between the perceptions Qf the two groups 
could be valuable to organizations in that the assistant 



director at times is caught between the desires of the 
director and the opposite desires of teachers. This 
investigation was concerned with the behavior of 
assistant directors only as viewed by the superior. 

2. Somewhat related to the first suggestion would be a 
study of the actual behavior of the assistant dir­
ector as viewed by his different reference groups. 
The results could be compared with what behavior 
his reference groups think should be displayed. The 
difference between "what is" and "what ought to be" 
should be of importance to the assistant director 
who desires to be effective in his role. 

3. Pursuit of job satisfaction by the immobile could be 
an entire study that might have great importance for 
organizations. Since promotions come slowly because 
of the pyramidal shape of the hierarchyt administra­
tors Should be concerned with maintaining high morale 
during times of few advancements. 

4. Does behavior change when a subject's upward mobility 
is thwarted? This study did not consider this point. 
It is suggested that there is a need to pursue how 
the behavior of a role-incumbent is changed as he 
passes from the mobile to the immobile. 

5. The mobiles who were promoted should be studied. A 
study could include the mobiles' administrative 
behaviort attitudest and orientations after they 
were promoted. 

6. The administrative behavior of mobiles and immobiles 
should be studied more intensively. The different 
kinds of administrative duties were not explored in 
this studyt for examplet the duties of assistant 
department heads. These basic responsibilities should 
be atudied in relation to mobility. 

Summary 

Several differences between the two administrative types were 

studied in this research. Some information gained was the fact that 

the mobiles and immobiles wished to pursue an advanced degree even 
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though it was not required. Since the immobiles have the least chance 

to be promoted, they should be given more of a chance to climb the 



higher hierarchy ranks by education. The immobiles, desiring to 

continue education, but denied advancement by many factors, really 

should be promoted. Education is one factor that the immobiles felt 
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to be a low reason for nonadvancement. The researcher and the im­

mobiles might think the wame way in that the director's position may 

be required by the degree attained, or cultural value in the institu­

tion. For this case, the education should be opened to all personnel 

in the institution, especially for the immobiles. Sinee the effi­

ciency is related to the satisfaction of the individual motive and 

personal in character, in-service training would be another way to 

improve the immobiles' efficiency. Training in administrative skill 

involves many subtleties and is a complex process. The researcher 

believes that one cannot "innoculate" a trainee with high consideration 

and high skill in initiating structure in any reasonable fashion. So 

the required administrative skills must be learned, and as with all 

learning, ample opportunity for practice must be provided. A high 

position in the teachers' college is as a bottleneck, so the immobiles 

are rarely able to reach this position. One of the best ways is to 

let the immobiles remain satisfied with their work and to maintain 

morale during times of few advancements. 

Since the present study of the researcher approaches the study of 

the assistant directors in the teachers' colleges in Thailand, in 

regard to upward mobility, other studies are needed to supplement the 

point of view presented here and more research should be conducted. 

The researcher hopes that perhaps others will explore further implica­

tions and follow the researcher's suggestions based on the present 

findings. 
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MOBILE AND IMMOBILE FORM 

In order to find out which assistant directors are most qualified 

and are least qualified to be selected as director in the teachers' 

college, the researcher needs to know your assistant directors that 

are qualified and the ones that are not. Please list the first and the 

last name of your assistant directors in the following table. 

First and Asst. Director of Asst. Director Asst. Director 
No. Last Name Business Affairs of Instruction Student Affairs 

1. 

2. 

3. 

4. 
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THE T-G FORM 

The T. G. Form contains global descriptions of two dimensions of 

administrative behavior based specifically on the Getzels-Guba con-

struct of social behavior. This form distinguishes personal and 

normative dimensions which, collectively, may be referred to as 

leadership style. 

Two styles of leadership are briefly described below. Neither 

style is more "correct" than the other, but rather, both styles are 

legitimate forms of behavior. 

Please read both descriptions carefully. Then check the descrip-

tion that more nearly describes the behavior of your assistant 

director. 

If, after carefully considering the matter, you cannot choose 

between the two styles, please check the statement at number three. 

Please select only one of the following: 

1. My assistant director expects teachers to do things "by the ---
book." He wants teachers to behave in conformity to the things· the 
teachers' college system expects of them. He is especially concerned 
if teachers have trouble doing their jobs because of the expectations 
other persons or groups have for them. He sees his office as a center 
of authority and he believes that the same rules and procedures should 
apply to all teachers. He is concerned that teachers behave in a 
"proper" manner in all their activities. He usually relies, for 
teachers control, in rewards and penalties which are spelled out in 
the teachers' college regulations. 
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2. My assistant director expects teachers to work things out by ---
themselves, each in his own way, He wants teachers to behave in ways 
which meet their personal needs. He is especially concerned if 
teachers have trouble doing their jobs because of the kind of personal­
ity they have. He sees his authority as delegated and he believes 
that rules and procedures have to be tailored to the personality of 
the individual teacher. He is concerned only with how teachers behave 
on the job. He usually relies, for teacher control, on appeal to 
the individual teacher's sense of right and wrong. 

3. Neither of the above descriptions is more representative of ---
my assistant director's leadership style. 
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THE LBDQ FORM 

Directions: 

No. 

1. 
2. 
3. 
4. 
5. 
6. 

-7. 
8. 
9. 

10. 
11. 

12. 

a. READ each item carefully. 

b. THINK about how frequently the leader engages in the behavior 
described by the item. 

c. DECIDE whether he always, often, occasionally, seldom or never 
acts as described by the item. 

d. MAKE A CHECK (Y) following the item to show the answer you have 
selected. 

.,, 

A Always 
B Often 
c Occasionally 
D Seldom 
E Never 

Assistant Director's Behavior 

He makes his attitudes clear to his staff. 
He tries out his new ideas with the staff. 
He rules with an iron hand. 
He criticizes poor work. 
He speaks in a manner not to be questioned. 
He assigns staff members to particular tasks. 
He works without a plan.* 
He maintains definite standards of performance. 
He emphasizes the meeting of deadlines. 
He encourages the use of uniformJ>.rocedures. 
He makes sure that his part:in the-;;-;g~;i- -
zation is understood by all members. 
He asks that staff members follow standard 
rules and regulations. 

Frequency of 
Behavior 

13. He lets staff members know what is expected 
of them. 

14. He sees to it that staff members are working 
up to capacity. 



No. 

18. 
19. 
20. 
21. 

22. 
23. 
24. 
25. 
26. 
27. 
28. 

29. 

30. 

31. 
32: 
33. 
34. 
35. 
36. 
37. 
38. 

39. 

40. 

Assistant Director's Behavior 

He does--per;~n~if~.;~;~ for staff members. 
He does little things to make it pleasant to 
be a member of tl:les"taff. 
He is easy to understand. 
He finds time to listen to staff members. 

----~~,. ----
He keeps to himself.* 
He looks out for the personal welfare of 
the individual staff members. 
He refuses to explain his actions.* 
He acts without consulting the staff. 
He is slow to accept new ideas.~ 
He treats all staff members as his equals. 
He is willing to make change. 
He is friendly and approachable. 
He makes staff members feel at ease when 
talking with them. 
He puts suggestions by the staff into 
operation. 
He gets staff approval on important matters 
before going ahead. 
He acts as the real leader of the group. 
He gives advance notice of changes. 
He is the spokesman of the group. 
He keeps the group informed. 
He gets what he asks for from his superiors. 
He fails to take necessary action. 
He speaks as the representative of the group. 
He lets other people take away his leader­
ship in the group. 
He g_~s .his. §gper_:j,g..:x;:_s to act for the welfare 
of the group members. 
He keeps the group working together as a team. ---·---·-

*Scored Negatively 
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Behavior 

' ' 

i 

D , E 
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PERSONAL HISTORY INVENTORY 

Marital Status Number of Children 
~~~~~~~~~~~~~ ~~~~~~-

1. Total number years teaching and administrative experience 
(including this year) 

~~~~~ 

2. Total number years in this Teachers' College (including 
this year)~~~~~~ 

3. Total number years worked with the present director 
~~~~~~ 

EDUCATION 

4. ( ) Diploma 
( ) Baccalaureate Degree 
( ) Graduate work (no advanced degree) 
( ) Master's Degree (or equivalent) 
( ) Doctorate 

5. What was your undergraduate major? 
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~~~~~~~~~~~-~~~~~ 

6. Has your graduate work been in (1) administration and super-
vision , (2) another field , (3) no graduate work has 
been pursued ? 

7. Toward what degree or program objective, if any are you 
presently engaged? 

~~~~~~~~~~~~~~--~~~~~~~~~ 

8. Toward what degree of program objective, if any, do you plan 
to do additional study in the future?~~~~~~~~~~~~~~ 

9. How many teachers are under your supervision and 
administration? 

~~~~~~~~~~~~~~~~~~~~~~~~~~ 

10. From your past experience, what do you think has been the 
most important for your success? (check one) 
a. ~~ability to get along with co-workers and/or subordinates 
b. ability to get along with superiors: e.g., director, 

~~supervisors, and/or other central personnel 
11. What characteristics have you liked most in superintendents, 

supervisors, or directors under whom you have served? (check one) 
a. ~~showing consideration for other members of the organization 
b. ~~maintaining clear communication channels with personnel 
c. ~~structuring the organization to get the job done 
d. ~~implementing or following through with plans, requests, 

and activities 
e. ~~something else (specify):~~~~~~~~~~~~~~~~-
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12. When you wish advice about some problem or pending decision 
whose advice do you USUALLY find most valuable to you? (check one) 
a. teachers in the school to which you are assigned 
b. the director of the teachers' college in which you are 

assigned 
c. ~~certain supervisors or directors from the Department of 

Teacher Training 
d. ~~other (specify):~~~-:--~~~~~~~~~~~~~~~ 

13. How do you feel an assistant director should resolve a problem 
in which what appears to be a good solution conflicts with rules 
and policies set down by the teachers' college system or the 
director of the teachers' college (check one) 
a. ~~always abide by rules and policies 
b. ~~usually abide by rules and policies 
c. ~~usually take what appears to be reasonable or appropriate 

action even if not strictly consistent with rules and 
policies 

d. ~~always take what appears to be reasonable or appropriat~ 
action even if not strictly consistent with rules and 
policies 

14. What are your aims in life? (vocational and other, immediate 
and ultimate) 

~~~~~~~~~~~~~~~~~~~~~~~~~~ 

15. What major obstacles or drawbacks may prevent you from attaining 
these aims? 

~~~~~~~~~~~~~~~~~~~~~~~~~~~-

16. Imagine being able to plot your own destiny and describe how 
much and in what ways your career would be different from what 
it is now. 

~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

17. If you are the director of a teachers' college, what will you 
plan to do first? 

~~~~~~~~~~~~~~~~~~~~~~~~ 

ACTIVITIES 

18. List the organizations (professional, civic, veterans, fraternal, 
social, religious, academic, etc.) of which you now are a member 
and indicate: (a) the offices, if any, you have held or now hold 
in these organizations and (b) whether you are "very active," 
"active," or "not so active" in each. 

Organization Office Level of Activity 



19. To which of the following activities have you devoted most of 
your free time in the past five years? (check one) 
a. ~~Amusements (dancing, shows, movies, etc.) 
b. Club activities (fraternity, lectures, politics, 

~~religious, etc.) 
c. ~~Viewing television (or listening to the radio) 
d. Outdoor recreation (hunting, fishing, gardening, 

~~photography, etc.) 
e. ~~Reading (newspapers, books, magazines, etc.) 
f. Sports (soccer, basketball, golf, tennis, badminton, 

~~table-tennis, etc.) 
20. When you have a free afternoon or evening, what are you most 

likely to do? 
~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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DISTRIBUTION OF THE SAMPLE RY AGE 

Age 

25-40 Years Old 
41-54 Years Old 

Total 

Mobiles 

21 
10 

31 

Immobiles 

22 
8 

30 

DISTRIBUTION OF THE SAMPLE BY AVERAGE AGE, 
EXPERIENCE, AND YEARS IN THIS COLLEGE 

Factor 

Average Age 
Average Years Teaching Experience 
Average Years in This College 

Mobiles 

39.03 
14.97 

9.94 

DISTRIBUTION OF THE SAMPLE BY SEX 

Sex 

Female 
Male 

Total 

Mobiles 

3 
28 

31 

Immobiles 

1 
29 

30 

156 

Total 

43 
18 

61 

Immobiles 

37.81 
13.92 

8.55 

-------~ 

Total 

4 
57 

61 



HIGHEST DEGREES HELD BY MOBILES AND IMMOBILES 

Highest Degree Held Mobiles Immobiles 

Doctorate 3 
Master's Degree 18 13 
Graduate Work 

(No Advanced Degree) 3 1 
Baccalaureate 

Total 

Major 

Administration and 
Supervision 

Others 

Total 

7 16 

31 30 

DISTRIBUTION OF GRADUATE WORK IN 
ADMINISTRATION AND SUPERVISION 

Mobiles Innnobiles 

7 3 
24 27 

31 30 

157 

Total 

3 
31 

4 
23 

61 

Total 

10 
51 

61 
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.,,,AP OF THE TEACHERS' COLLEGES 

1. Suansun:inta 
2. Birnsomdej 
3. Chandarakasc'am 
4. Suandusit 

Pranakorn 
Thonburi 

5. 
6. 
7. 
8. 
9. 

10. 
ll. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 

Pcthchaburividhayalnngkorn 
Ni]kornpathom 
Ya la 
Songkla 
Nakornsithammarat 
Surathani 
Plwket 
Moubanjombung 
Kanchanaburi 
Pethchaburi 
Tepsatri 
Pranakort1': rLiyurl hay:l 

L9. Plboonsongkram 
20. Pht'tchabun 
2 l. Kamph;1cngphet 
22. Nakornsawan 
23. llttaradit 
24. Clii "ngma i 
2'.J. Chil'nr,rai 
26. 
27. 
28. 
29. 
JO. 
31. 
32. 
31. 
34. 
JS. 
36. 

L:lmpang 
11,lont h.111 l 
Sakonnakhon. 
Loci 
Ubonratchathani 
Mahasarakham 
Nakhonratchasima 
Buri ram 
Sur in 
Cl1'1choengsao 
Chanthaburi 

It llO 60 "" "· ! : r'>I ,·,I•'• I•'• t .~ 
L-~: .. .. !» K. 
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SUGGESTIONS TO DIRECTORS OF TEACHER 

TRAINING INSTITUTIONS 

By Harry A. Little 

(NOTE: These suggestions may not fit any one situation. They are used 
only as suggestive ideas to think about.) 

1. You have the responsibility for success or failure of your college. 
You cannot evade this responsibility nor delegate it to anyone else. 

2. You will surely want to work democratically with your staff and your 
students. This does not mean that you can let them run the college. 
There are times when you must make decisions. These decisions may 
not always be what your students and staff want. 

3. You must see to it that your staff and students do a high quality of 
work. The nation is paying them to work at their jobs. You are 
their supervisor. 

4. You are the custodian of college property and equipment. You must 
protect it, but you must see to it also that it is used effectively. 

5. One of your big tasks is the planning of maximum use from your build­
ings and equipment. Make sure they serve the greatest good for the 
greatest number. 

6. Generally, if several rooms or much equipment is idle a great part 
of the time, you are not getting the best use of it. 

7. You are given an outline program. With this as a guide you must 
help your teachers adapt it to meet the needs of your students. 

8. You must help your teachers do the best possible teaching. You have 
broader training and more experience than most of them. You can help 
each one be a better teacher. In doing this, you must HELP the 
teachers, not direct them. 

9. You have the task of providing the kind of facilities, equipment, 
and materials which the teachers and students need to do their best 
work. You must make every effort to secure this, and then see that 
it is used to the best advantage. 
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10. You must know each teacher, his qualifications, strengths, and weak­
nesses, so you can assign him where he will do his best work and 
where he will render best service to the college. 

11. You must know your students and their needs. The college exists 
to help students learn the things they need in order to be a good 
teacher. You must plan the kind of a program that will do this. 

12. You have the responsibility for keeping the kinds of records and 
making the reports needed by your college and by the Ministry. 

13. You are the representative of your college for the Ministry of 
Education for other educational officials. 

14. You represent your college in the community and build the kind of 
goodwill in the community that your college must have if it is to be 
successful. 

15. The appearance of the college will be largely what you make it. It 
can be attractive or unattractive by what you desire to do. 

16. The extra-class, social, and recreational programs of your college 
are very important in the education of teachers. You have the 
responsibility for these programs. 

17. You must see to it that the students have a sanitary, attractive 
and comfortable place to sleep, and a sufficient quantity of the 
right kind of food, well prepared and attractively served. 

18. Your college program must help to build and strengthen the right 
kinds of character traits in your students. 

19. There will be times when you must severely discipline some student 
or staff member for his own good. This will be unpleasant but you 
cannot evade this responsibility. 

20. You must be fair and just with all persons at all times. Do not 
act hastily. Get all the facts, and then act firmly, calmly and 
decisively. 

21. You are trying to build wholesome and attractive personalities in 
all students. Plan your total program accordingly. You want 
every community where your students go to teach to be proud of 
them, to respect them, and to follow their leadership. 

22. You must be concerned with the physical, mental and emotional 
health of your students. This cannot be left to chance. 

23. Do all you can to help your students and staff enjoy their work 
in your college. A friendly greeting, a pleasant smile, or a 
word of commendation will help much. 

24. You are the person who must know about everything that is happening 
in your college. You, too, must help to do everything better. 
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25. You must read widely to keep up-to-date on every phase of teacher 
education. Many times you can help a teacher by calling attention 
to some article in his field, by suggesting how the work is handled 
elsewhere, or by citing some new development in his field. 

26. You should try to help every student learn all he should. If he 
does not learn a sufficient amount to pass the work, he has failed 
and your college has also failed. 

27. Make yourself available so that all students and staff will feel 
free to come to talk with you at any time. Be a good listener. 

28. You must make sure that you, yourself, enjoy living. If you do 
not, you can hardly be the leader your college needs. Develop a 
sense of humor, so that others will enjoy being around you. 

29. Never forget that you are a human being and that you are working 
with human beings. Give feely of the 'milk of human kindness' and 
of the friendly spirit of one person·to another. 

30. You will make mistakes, as everyone does. Admit them, but try not 
to repeat them. 

31. A good director should be a good listener. Quite often all that is 
needed to solve some problem is to listen to it. Listen much, 
talk little. 

32. Correct scheduling of classes is difficult and requires much 
thought. Make classes of reasonable size, and so scheduled 
that they can do the best work. 

33. You need some privacy every day when you can get off to yourself 
and think things through. You also need time for your own recrea­
tional life. These are important to you as a person. They are also 
important for your staff and students. 

34. Your students are away from home, some for the first time. You will 
serve as their parents as well as their teacher. Treat them as you 
would want someone else to treat your child far away from you. 

35. You are to broaden the horizons of your students. You can't take 
them all over the world, but you can bring much of the world to 
your campus, through pictures, books, articles, and persons. A 
student who has not heard good music, has not see beautiful things, 
has not read of great things in other parts of the world, or who 
has never associated with great persons, may profit more from these 
things than from a lesson in some academic subject. 

36. Students learn from what they themselves do, not from what others 
do. You will provide many types of activities in which the students 
may engage. 
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37. The world has been built through hard work. This must continue 
if we continue to make progress. Teachers need to have a love for 
all kinds of work and skill in doing many types. You can develop 
that in your college. Your students profit from work on the campus, 
in the dormitories, from making and caring for their own clothes, 
from preparing and serving their own food, and from building their 
own furniture and equipment. 

38. No college can be better than its director. It is not an easy 
job, but the rewards are many, especially in seeing the develop­
ment of good teachers. 

39. If your students are to be good teachers, they must be the kind of 
persons who can be trusted. You can help develop this by trusting 
them in the college-with books, with equipment, with tools. You 
can also give them training in managing themselves by letting them 
share in their own management and by letting them help plan their 
work and their social activities. 

40. The best way for students to learn to be good citizens is by being 
good citizens. The college that does not give students a chance to 
participate in citizenship activities in college is not giving them 
the training they need. 

41. Never forget that students are grown persons. They are no longer 
babies. Treat them as men and women. 

42. Just as you will help your staff, there are others in the Ministry, 
etc. who will help you, if you let them. Use all the help you can. 

43. Take time to visit other teacher training institutions and observe 
what is being done. You will get many good ideas. Ask other per­
sons to visit your college. You and your staff should visit 
elementary and secondary schools in your area to help the teachers 
there, and to keep informed about the conditions your student will 
face as a teacher. 

44. It has been proven that students learn more about teaching from 
student teaching than from any other activity. You will plan a 
good program of student teaching, under expert supervision from 
your own staff. 

45. You should have a long-term plan for the development of your 
college. This should include a plan for: (a) buildings and grounds, 
(b) equipment needed, (c) staff development, (d) the collegeprogram, 
and (3) the students. This plan should be worked out in conference 
with your staff, but under your leadership. You should decide on a 
priority for doing the things. Not everything can be done at once. 
Things must be done a few at a time. Just make sure that everything 
that is done fits in with your plan. 
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If the above seems like a big job, just remember that you were selected 
as director because someone thought you could do it. If you can't do 
everything, you can at least plan your work every day, so that you get 
as much done as possible. 
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