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Importance of the Head of the school as a leader in a secondary school situation 
has been discussed above at length. To emphasize it again, Head of secondary school 
owes a great responsibility to the nation in setting right the temples of learning where 
future of the youth is shaped. They play an important, predominant role in the making of 
these institutions. It is a common experience that, social climate of a secondary school is 
chiefly determined by leadership behaviour of its Head master. It is the Head of the 
school who mainly exerts leadership for the welfare of his school. But for his leadership, 
the secondary school cannot progress and show notable results. This suggests that there is 
an immediate need for research in this field. It is however, noted that in India, adequate 
attention has not so far been given to the leadership behaviour of Head of schools. It is of 
paramount importance to know about the leadership behaviour of secondary school 
Heads of the schools in terms of those traits and characteristics which go to make them 
effective leaders. It would be interesting to get answers to question like; how far is their 
leadership behaviour related to job satisfaction factors, personal effectiveness and how it 
helps in bringing about a congenial organizational climate and culture in the organization. 
Do male and female Heads differ significantly in their leadership behaviour? Is behaviour 
related to age, teaching experience, type of management of the school, administrative 
experience of the Heads of schools?   

 
KEYWORDS:  Leadership Behaviour, Job Satisfaction, Organizational Culture, 
Management, Effectiveness. 

 
Introduction 
 

The new leader has a well-balanced intellect (IQ), mind (EQ) and multi-
disciplinary (holistic) perspective. He listens more and speaks less, observes more and 
concludes less, uses ‘we’ more than ‘I’, and says ‘lets go’ more often than ‘go’. He takes 
more than his share of blame and less than his share of credit. He is open and yet 
decisive, focuses on human processes rather than only on end-results, and is more of a 
coach and less of a boss.  

 
A great deal can be learnt about leadership from the many case histories found in 

world literature. In Iliad and Odyssey, written in the eighth century BC, Homer 
documents the Saga of Ulysses who leads his men through a series of major challenges 
before reaching home. Plutarch, the first century Greek historian and philosopher, writes 
at length in Plutarch’s lives about the leaders of ancient Rome. Shakespeare, in the 
sixteenth century, catalogues the follies and triumphs of Lear, Macbeth, Hamlet, Richard 
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III, Henry V, and other kings and princes extensively. Machiavelli, the fifteenth century 
Italian political theorist, is remembered primarily for his advice to leaders on how to rule.  
 

This research was based on the idea that leaders were born, not made, and the key 
to success was simply in identifying those people who were born to be great leaders. 
Though much research was done to identify the traits, no clear answer was found with 
regard to what traits consistently were associated with great leadership. One flaw with 
this line of thought was in ignoring the situational and environmental factors that play a 
role in a leader’s level of effectiveness. In a comprehensive review of leadership theories, 
several different categories were identified by Stogdill (1974) that capture the essence of 
the study of leadership in the twentieth century. The studies focus on the Head as the 
essential factor in establishing and promoting improvement in the schools (Hallingner 
and Murphy, 1985). Although the literature points to the central role of the Head in 
enhancing the effectiveness of schools, it is difficult to demonstrate a cause effect 
leadership between principal’s instructional leadership and student achievement because 
Heads  are a step removed from the teaching process (Rowan, Bessert, and Dwyer, 1982). 
Recent research has established that “gains and losses in students’ test scores are directly 
related to teachers’ perceptions of their principal’s leadership” (Andrews, 1990). Bass  
(1985) referred leadership as; “Leadership is a kind of interaction between or among 
people. Any attempt on part of a group member to change the behaviour of one or more 
members of a group is an attempt at leadership”. some researchers such as Blake, Mouton 
and McGregor (1964) have argued that there is “one best” style of leadership – a style 
that maximizes productivity and satisfaction, and growth and development in all 
situations, further research in the last several decades has clearly supported the contention 
that there is no ‘one best’ Leadership Style. As Robbins (1976) has observed, “….simple 
and universal principles of Organizational behaviour are avoided because there exist no 
simple and universal truths or principles that consistently explain Organizational 
behaviour”. The primary reason why there is no “one best way” of leadership is that 
leadership is basically situational, or contingent. All of the leadership theories of House 
(1974), Fielder (1967), Vroom-Yetten (1973) – to name a few – are situational and 
represent, together with Situational Leadership, the mainstream of leadership thought. 
Intelligence and talent are not decisive causes in the process. Rather one should look for 
an explanation in the “motivation pattern” of the leader, as Cartwright (1960) points out. 
Tennenbaum (1959) and Schmidt (1976) further specifies that the important internal 
forces that impel a person to assume a position of leadership are his value system, his 
confidence in his potential followers, his desire to excel or dominate, and his personal 
security in an ambiguous or uncertain situation. 

 
Over the years, leadership has been studied extensively in various contexts and 

theoretical foundations. In some cases, leadership has been described as a process, but 
most theories and research on leadership look at it as a person to gain understanding. 
Leadership is typically defined by the traits, qualities, and behaviours of a leader. The 
study of leadership has spanned across cultures, and theoretical beliefs. A summary of 
what is known and understood about leadership is important to proceed further research 
on the term leadership.  
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Concept of Leadership Behaviour 
 
 ‘Leadership’ has attracted the attention of sociologists, social psychologists and 
political scientists in various contexts. No unanimity is, however, found on the precise 
meaning of the term among the different social scientists. In the words of Edinger, (1967) 
‘as social scientists have to probe beneath the manifest aspects of leadership and have 
become correspondingly more sensitive to the relevance of numerous and complex latent 
facts, they have found it more difficult to agree on what leadership is and does.’ This 
becomes more difficult when one’s objective is to construct a view of leadership which 
will encompass many different types of leaders and varying leader-follow situations. 
Hence, the concept of leadership has come to be variedly defined by social scientists. 
Accordingly, leadership, in the words of Fairchild, has been defined as ‘the act of 
organizing and directing the interests and activities of a group of persons, as associated in 
some project or enterprise, by a person who develops the co-operation through securing 
and maintaining their more or less voluntary approval of the needs and methods proposed 
and adopted in their association.’ Bass (1985) preferred to define leadership thus: 
‘Leadership is a kind of interaction between or among people. Any attempt on the part of 
a group member to change the behaviour of one or more members of a group is an 
attempt at leadership.’ Katz and Khan (1978) maintain that the concept of leadership, as 
generally understood in social sciences, has three major meanings: the attribute of a 
position, the characteristics of a person, and a category of behaviour. Tannenhaum, 
Weschler and Massarik (1959) explain leadership in terms of interpersonal influence 
which is exercised in specific situations, directed through the communication process and 
is definitely goal-oriented.  To Tead, (1935)  leadership appears as ‘the activity of 
influencing people to co-operate towards some goal which they come to find desirable.’ 
Pigors (1961)  opines, ‘Leadership as a process of mutual stimulation which, by the 
successful interplay of relevant individual differences, controls human energy in the 
pursuit of a common cause.’ Terry (1972) has defined leadership as ‘the relationship in 
which one person, or leader, influences other to work together willingly on related tasks 
to attain that which the leader desires.’ Stogdill (1948) considered it ‘the process of 
influencing the activities of an organized group in its efforts toward goal achievement.’ 
Halpin (1969) describes leadership ‘as a complex social phenomenon that cannot be 
treated meaningfully apart from related situational factors’. Davis (1967) said, 
‘Leadership is the ability to persuade others to seek defined objectives enthusiastically; it 
is the human factor which binds a group together and motivates it towards its goals’. A 
review of  various definitions will indicate that leadership is a process whereby one 
individual exerts influence over others so that they will strive will strive toward the 
achievement of group goals. This concept implies not only willingness to work but also 
willingness to work with zeal and confidence. Functionally speaking, leadership is to 
induce or persuade all subordinates or followers to contribute with cheerful readiness to 
organizational goals as warranted by their capabilities. Leadership is in fact the rare 
ability to inspire. The leaders stand behind a group to push; they place themselves before 
the group to lead and inspire it to attain organizational objectives. Leadership is also 
concerned with development of a climate within an organization which ultimately 
influences motivation of the followers.  
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As mentioned before, it may be concluded that a leader has four essential 
elements: (a) he is a member of a group;  (b) he influences the members of the group; (c) 
he is voluntarily accepted by the members of the group in this role; and (d) he leads the 
group towards the shared goals.  

 
Dimensions of Leadership Behaviour  
 
 The Survey Research Centre of Michigan University has identified two concepts, 
which are called, ‘employee-orientation’ and ‘production-orientation’ respectively. 
Leaders who are described as employee-oriented stress the relationship aspect of the job. 
They feel that every employee is important and, therefore, they take interest in everyone, 
accepting his or her individuality and personal needs, whereas production-centred leaders 
emphasize production and technical aspects and sometimes treat employees as tools to 
accomplish the goals of the organization. Besides, there are certain leaders who are task-
oriented as well as employee-oriented, whereas some others are not concerned about 
either; they do not have any dominant style of leadership manifest in their behaviour.  
 
 The leadership studies initiated in 1945 by the Bureau of Business Research at 
Ohio State University, attempted to identify various dimensions of leader behaviour. The 
Ohio group researchers (Stogdill, 1948) measured various dimensions of leadership and 
found particularly two important dimensions: ‘Initiating Structure’ and ‘Consideration’. 
Initiating structure refers to the leader’s behaviour in delineating the relationship between 
himself and members of the work group and in endeavouring to establish well defined 
pattens of organization, channels of communication, and methods of procedure. On the 
other hand, considerations refers to behaviour indicative of friendship, mutual trust, 
respect, and warmth in the relationship between the leader and the members of his staff. 
This analysis is based on the well-known Leadership Behaviour Description 
Questionnaire (LBDQ). By LBDQ leadership of the seniors is judged by the 
subordinates. The LBDQ consists of a hundred questions, measuring twelve dimensions 
of leader behaviour. These research studies further show that initiating structure and 
consideration are two separate distinct dimensions and not mutually exclusive. A low 
score on one does not necessitate a high score on the other. 
 
Theories of Leadership  
Trait Theories of Leadership  
 
 The prevailing assumption among early researchers interested in leadership was 
that, “leaders are born not made”. This approach has also been characterized as the ‘great 
person theory of leadership. It was assumed that, some people are set apart from other by 
virtue of possession of some quality or qualities of ‘greatness’ and that is such great 
persons who became leaders.  
 
 This approach to leadership implies that understanding leadership requires the 
identification and measurement of those personal characteristics, or traits, that 
differentiate leaders (the great ) from followers (the not so great). A considerable amount 
of research has been conducted in an effort to identify these traits. The research has 
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focused on a wide variety of leader traits, including personality characteristics. (e.g., 
adaptability, dominance, self confidence) physical characteristics (e.g., height, weight, 
appearance and ability). 
 
 Leader trait alone cannot completely explain leadership effectiveness. It is equally 
clear that, such traits are not irrelevant to effective leadership. Since all leadership 
situations share certain common characteristics, research should continue to attempt to 
identify the specific traits required for effectiveness in all leadership situations. While a 
focus on leadership traits alone cannot explain all we need to know regarding effective 
leadership in organizations, leadership traits are also far from irrelevant to such an 
understanding. A balanced and complete approach to leadership effectiveness in 
organizations must take into account the personal traits and skills of the leader.  
 
Concept of Job Satisfaction  
 

Man tends to actualize himself in every area of his life, and his job is one of the 
most important areas. The conditions that surround doing of a job cannot give him this 
basic satisfaction, they do not have this potentiality. It is only from the performance of 
task that an individual can get the rewards that would reinforce his aspiration. It is clear 
that although the factors relating to the doing of a job and the factors defining the job 
context serve as goals for the employee, the nature of the motivating qualities of the two 
kinds of factors are essentially different. Factors in the job context meet the needs of the 
individual for avoiding unpleasant situations. In contrast to this motivation by meeting 
avoidance needs the job factors reward the needs of the individual to reach his 
aspirations.  
 
Meaning and Definitions of Job Satisfaction  
  
 Job satisfaction is a complex phenomenon, as described by Rao (1970), having 
multiple inter-correlated casual factors: personal, social, cultural and economic.  
 
 Job satisfaction involves liking for the work and acceptance of the pressures and 
aspirations connected with that work (Anjaneyulu, 1970). Scheneider and Snyder (1976) 
explained job satisfaction as follows, “It is most adequately conceptualized as a 
personalistic evaluation of conditions existing on the job or outcomes that arise as a result 
of having a job. It is the perception of internal responses.  
 
 All types of work are not inherently satisfying. People engaged in the work which 
is not satisfying in itself naturally look for satisfaction from sources external to it. But job 
satisfaction does promote happiness, success and efficiency in one’s professional activity.  
 The concept of job satisfaction to be meaningful must incorporate such elements 
as: 

1. A feeling of Positive affects (a good feeling) 
2. Production by  satisfaction of important needs.  
3. In conjunction with a feeling that those needs would not have been better or more 

easily satisfied in a comparable job: 
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4. Such perceptions being with respect to the job as a whole.  
 
Significance of the Study  
  
 Importance of the Head of the school as a leader in a secondary school situation 
has been discussed above at length. To emphasize it again, Head of secondary school 
owes a great responsibility to the nation in setting right the temples of learning where 
future of the youth is shaped. They play an important, predominant role in the making of 
these institutions. It is a common experience that, social climate of a secondary school is 
chiefly determined by leadership behaviour of its Head master. It is the Head of the 
school who mainly exerts leadership for the welfare of his school. But for his leadership, 
the secondary school cannot progress and show notable results. This suggests that there is 
an immediate need for research in this field. It is however, noted that in India, adequate 
attention has not so far been given to the leadership behaviour of Head of schools.  
 
 It is of paramount importance to know about the leadership behaviour of 
secondary school Heads of the schools in terms of those traits and characteristics which 
go to make them effective leaders. It would be interesting to get answers to question like; 
how far is their leadership behaviour related to job satisfaction factors, personal 
effectiveness and how it helps in bringing about a congenial organizational climate and 
culture in the organization. Do male and female Heads differ significantly in their 
leadership behaviour? Is behaviour related to age, teaching experience, type of 
management of the school, administrative experience of the Heads of schools?  
 
Statement of the Problem  
 
 The problem under taken for the investigation is stated as:  “A Study of 
Leadership Behaviour of Heads of Schools in Relation to Some Selected Variables”.  
 
Objectives of the study  
 

1. To study the relationship between leadership behaviour (initiating structure and 
consideration) of Heads of schools and job satisfaction and its dimensions. 

2. To study the relationship between leadership behaviour (initiating structure and 
consideration) of Heads of schools and organizational culture and its dimensions.  

3. To study the relationship between leadership behaviour (initiating structure and 
consideration) and age of Heads of schools.  

4. To study the relationship between leadership behaviour (initiating structure and 
consideration) and type of management of Heads of schools.  

 
Variables of the Study  
Dependent Variable 

• Leadership Behaviour  
 
Independent Variables  

• Job Satisfaction  
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• Organizational Culture  
 
Moderate Variables  

• Age 
• Types of Schools  

 
Methodology  
 

In the present investigation descriptive survey research method was employed.  
 
Hypotheses of the Study  
 
Hypothesis: There is no significant relationship between leadership behaviour (initiating 
structure and consideration) of Heads of schools and job satisfaction and its dimensions. 
Hypothesis: There is no significant relationship between leadership behaviour (initiating 
structure and consideration) of Heads of schools and organizational culture and its 
dimensions.  
Hypothesis: Heads of schools below 49 years and 49 and above years differ in their 
leadership behavior, job satisfaction and organizational culture and its dimensions. 
Hypothesis: Schools with Heads under different types of management (Government, 
Aided and Unaided) do not differ with respect to leadership behaviour, job satisfaction 
and organizational culture and its dimensions. 
 
Tool  

The following tools were used for collection of data: 
1. Leadership Behaviour Description Questionnaire Fleishman (1973) 
2. Job Satisfaction Scale Amar Singh and Dr. T. R. Sharma (1999) 
3. Organizational Culture Scale Udai Pareek (2002) 

 
Sample 
 

In Dharwad district presently there are 204 high schools in total (Government, 
Aided, Un-aided) out of which 67 schools was selected based on the total number of 
schools under each category of management (Government-10, aided-37 and un-aided-
20). The data was collected from 67 Heads of schools and 450 assistant teachers.  
 
Data Collection  
 

The investigator was collected the data from Heads of secondary schools and 
assistant teachers of Dharwad district. Heads of schools and assistant teachers was 
personally administer the tools. The collected data was systematically pooled for 
analyses.  
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Data Analyses 
 
Table-1: Results of t-test between Leadership Behaviour (Initiating Structure and 
Consideration) of Heads and Job Satisfaction (Total)  
 

Variable 
Initiating structure (n=37) 

Consideration 

 (n=30) 
t-value p-value Signi. Mean Std.Dev. Mean Std.Dev. 

Job satisfaction 65.9581 8.8526 60.9828 8.8132 2.2827 <0.05 S 
Job Concrete 
statements 62.5991 10.4460 56.7778 10.3265 2.1409 <0.05 S 
Community/na
tional growth 71.7568 14.9637 72.0000 14.1177 2.2932 <0.05 S 
 
 Schools with Heads having different leadership behaviour (initiating structure and 
consideration) differ significantly with respect to their job satisfaction and its dimensions 
(t=2.2827, <0.05), (t=2.1409 and 2.2932)  at 0.05% level of significance.  Hence the null 
hypothesis is rejected.  In another words, Heads with different leadership behaviour and 
differ on job satisfaction and its dimensions. Heads with initiating structure dimension of 
leadership behaviour are high on job satisfaction and its dimensions i.e., Job Concrete 
statements and Community/national growth when compared to teachers with 
consideration leadership behaviour.  
 
Table-2: Results of t-test Between Leadership Behaviour (Initiating Structure and 
Consideration) of Heads of Schools and Organizational Culture 
 

Variable 

Initiating structure 
(n=37) 

Consideration 
 (n=30) 

t-value p-value Signi. Mean Std.Dev. Mean Std.Dev. 
Organizational culture 72.6725 3.3031 70.5248 2.5498 3.0027 <0.05 S 
Authenticity 69.4540 4.7978 72.9822 5.6883 2.7055 <0.05 S 
Pro-action 74.0927 5.9032 70.5382 5.5891 2.5241 <0.05 S 
Autonomy 69.9367 6.7935 73.2337 5.9093 2.1231 <0.05 S 
 

Heads of schools having different leadership behaviour (initiating structure and 
consideration) differ significantly with respect to the organizational culture (t=3.0027, 
<0.05) and its dimensions i.e., authenticity (t=2.7055, <0.05), pro-action (t=2.5241, 
<0.05) and  autonomy (t=2.1231, <0.05) at 0.05% level of significance.  Hence the null 
hypothesis is rejected.  In another words, Schools with Heads with different leadership 
behaviour (initiating structure and consideration) are different on organizational culture. 
Schools with Heads with initiating structure leadership behaviour are high on 
organizational culture and its dimensions i.e., authenticity, pro-action and autonomy 
when compared to schools with Heads with consideration leadership behaviour.  
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Table-3: Correlation Coefficients between Leadership Behaviour and Job 
Satisfaction, Personal Effectiveness, Organizational Culture  and Organizational 
Climate  
 
Variable Consideration Initiating structure 
Job satisfaction 0.1213 0.0371 
 >0.05, NS >0.05, NS 
Organizational culture  0.2564 0.3237 
 <0.05, S <0.05, S 
 
1. A non- significant positive correlation is observed between consideration dimension 

of leadership behaviour and job satisfaction (r=-0.1213) at 0.05% level of 
significance.  Hence the null hypothesis is accepted and alternative hypothesis is 
rejected.    

2. A significant positive correlation is observed between consideration dimension of 
leadership behaviour and organizational culture (r=0.2564) at 0.05% level of 
significance.  Hence the null hypothesis is rejected and alternative hypothesis is 
accepted.  It means that, schools with Heads high on with consideration leadership 
behaviour are high on organizational culture. 

3. A non- significant positive correlation is observed between initiating structure 
dimension of leadership behaviour and job satisfaction (r=0.0371) at 0.05% level of 
significance.  Hence the null hypothesis is accepted and alternative hypothesis is 
rejected.    

4. A significant positive correlation is observed between initiating structure dimension 
of leadership behaviour and organizational culture (r=0.3237) at 0.05% level of 
significance.  Hence the null hypothesis is rejected and alternative hypothesis is 
accepted.  It means that schools with Heads high on  initiating structure leadership 
behaviour are high on organizational culture. 

 
Major Findings of the Study  
 

1. Heads with initiating structure dimension of leadership behaviour are high on job 
satisfaction and its dimensions i.e., Job Concrete statements and 
Community/national growth when compared to teachers with consideration 
leadership behaviour.  

2. Schools with Heads with initiating structure leadership behaviour are high on 
organizational culture and its dimensions i.e., authenticity, pro-action and 
autonomy when compared to schools with Heads with consideration leadership 
behaviour.  

3. Schools with Heads high on with consideration leadership behaviour are high on 
organizational culture. 

4. Schools with Heads high on  initiating structure leadership behaviour are high on 
organizational culture. 
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Educational Implications of the Study  
 

The present study reveals personal and institutional correlates of leadership 
behaviour of Heads of secondary schools. 
 
1. The major findings of the present study proved that leadership behaviour of the Heads 

of the schools are very much related to the Heads job satisfaction and organizational 
culture of the schools. There is a need to give primary importance in schools to 
improve the school culture. There should be provision for a systematic, planned, 
academic training with all types of Heads atleast once in two years. This training 
should be conducted by expert resourceful persons, Heads with good leadership 
behaviour with good experience need to be invited to lead the better of Heads in this 
training to share the experiences of having produced good results. The qualitative and 
quantitative performance of the schools largely depend upon the leadership behaviour 
organizational culture of the schools. Hence, Heads of schools should keep 
themselves updated by learning all the modern techniques and concepts of  
management.  

 
2. This study also shows that unaided type of schools are high on leadership behaviour, 

organizational culture, followed by government and aided types of schools. The 
school Head is a very important leader who plays a vital role in the educational field. 
Hence, all Heads must set an exemplary model to the teachers, students with a sense 
of duty and hard working, commitment and sense of responsibility in government and 
aided schools.  

 
3. The infrastructure facilities such as classrooms, laboratories and required teaching 

aids should be provided in these schools. The government agencies should insist that 
schools, Heads and teachers of all types of schools should stay closer to the school in 
order to make the school healthy and sound.  

 
Conclusions 
 

In conclusion, the present study shows that the institutional and personal 
correlates of the leadership behaviour of the Heads of the schools are due to the influence 
of job satisfaction and organizational culture of the schools. The effective leadership 
behaviour, the impact of organizational culture would lead not only to better performance 
of school students and teachers but also good quality education. Whatever is leadership 
behaviour of the Heads, it needs to be effective. The study reveals that any leadership 
behaviour of a Head of school will affect any member of school in one way or the other; 
only the degree of influence differs. The Heads of all sorts either from rural or urban 
areas  should realize the significance and importance of the role in improving the 
organizational culture as well as their job satisfaction. This study has been very much 
helpful in understanding how the leadership behaviour has an impact on the personal and 
institutional correlates of the Heads of schools. According to Halpin (1957) “the Principal 
must be a good leader, approachable as well as open minded, able to bring out the best in 
others and tap their strength to enhance the operation of the school”.  
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