
CHAPTER – I 

INTRODUCTION 

The current status of secondary education in Karnataka is on par with the national

average and so the aims of the RMSA have to be at a more modest level than the national

ones. These have been detailed below.

1.1  RMSA in Karnataka : Vision, Goal and Objectives

The last two decades the state of Karnataka has witnessed remarkable progress in

terms of increase in enrolment secondary schools in the state and the recruitment of new

teachers to improve both the quality and access in secondary education in the state. The

RMSA vision, goals and objectives have been modified to suit the state specific situation

of Karnataka.

Vision

Provision of free access to good quality secondary education to all young persons

in  the  age  group  14  -  15  years  irrespective  of  gender,  creed,  religious  denomination,

physical and mental disabilities and social and economic status so as to enable them to

progress  towards  becoming  socially  and  economically  active  citizens  capable  of

contributing positively to their own holistic development and that of the state and country

as a whole.

Goals

 Provision  of  a  secondary  school  within  reasonable  distance  of  any

habitation  with  a  maximum  distance  of  five  kilometres.  If  required

residential  schools shall  be opened for  girls,  socially  and economically

weaker sections, religious minorities and sparsely populated regions.

 Ensure  universal  access  and  thereby  universalization  of  Secondary

Education in the state where the state will reach GER of 80% by the end of
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the eleventh five year plan in 2012, and a GER of 100 % by end of twelfth

five year plan in 2017.

 Improve the quality of education being provided in all secondary schools.

Objectives

i. To ensure  that  all  secondary  schools  have  physical  facilities,  staff  and

supplies according to the standards prescribed in the RMSA norms with

special emphasis on achieving and sustaining a pupil/teacher ratio of 30,

pupil/classroom  ratio  of  40,  adequate  and  fully  equipped  laboratories,

computer rooms and libraries.

ii. To provide full financial support in case of Government, Local Body and

Government aided schools and also encourage public private partnership

of various kinds and extent with NGOs and private providers of education.

iii. To ensure that no child is deprived of secondary education of satisfactory

quality  due  to  poverty,  gender,  socio-economic,  disability  and  other

barriers.

iv. To improve quality of secondary education through appropriate curriculum

development, learning methodology and teachers' training.

v. Achievement  of  the  above  objectives  would  also  imply  substantial

progress in the direction of the Common School System as detailed in the

report of the Common School System Commission.

1.2  Approach and Strategy for Secondary Stage in Karnataka

In the context of the Universalization of Secondary Education (USE), large-scale

inputs in terms of additional schools, additional classrooms, teachers and other facilities

need to be provided to meet the challenge of numbers, credibility and quality. It, inter-alia,

requires  assessment and provision of  educational  needs,  physical  infrastructure,  human

resources, academic inputs and effective monitoring of implementation of the programmes.

The scheme will initially cover up to class X. Subsequently, the higher secondary stage
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will also be taken up, preferably within two years of the implementation. The strategy for

universalizing access to secondary education and improving its quality are as under:

 Well-qualified trained teachers and optimal pupil-teacher ratios;

 A common curriculum framework with a core component with comparable

syllabi  applicable  to  all  schools,  but  adequate  flexibility  in  relation  to

textbooks, teaching aids, teaching-learning process, evaluation parameters,

etc;

 A pedagogy which is holistic and child-friendly and which has a liberating

influence  and  which  provides  appropriate  knowledge  and  skill  to  the

students  to  realize  their  potential  and  contribute  to  livelihoods  and

employability?

 A  decentralized  school  management  with  adequate  autonomy  and

representation of parents and

 A common language policy.

Access

Universal access to quality secondary education in Karnataka will be achieved by:

 Expansion of existing Secondary Schools by building extra classrooms and

other facilities.

 Up-gradation of Upper Primary Schools based on micro planning exercise

with all necessary infrastructure facilities and teachers. Ashram Schools

will be given preference while upgrading upper primary schools.

 A school mapping exercise to be conducted and the data digitised onto a

real time GIS framework.

 Enhanced SEMIS to  monitor  and locate  the  flow of  students  into  and

through secondary school.

 Increasing the number of teachers to achieve a 30:1 pupil teacher ratio.

 Opening of  new Secondary Schools in  underserved areas  based on the

above  school  mapping  exercise.  These  buildings  will  have  mandatory

water harvesting systems and will be physically challenged friendly.
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 Applying norms of provision including minimum school size to expanded

capacity

 Special provision for girls, SCs STs and other under-enrolled groups

 Rain harvesting systems will be also installed in existing school buildings

and they too will be made disabled friendly.

 New schools will also be set up in PPP mode.

Quality

The quality of secondary education in Karnataka will be achieved by:

 Providing required infrastructure like,  Black Board,  furniture,  Libraries,

Science  &  Mathematics  laboratories,  Computer  rooms,  toilet  clusters

separately  for  boys,  girls  and  staff  and  facilities  for  extra-curricular

activities.

 Appointment of additional teachers and in-service training of teachers at

PTR 30:1.

 Bridge courses for enhancing learning ability for students passing out of

class VIII and seeking admission into class IX as a temporary measure

whilst investing to improve quality and achievement in grades I-VIII.

 Reviewing curriculum to meet the National Curriculum Framework 2005

norms (NCERT,  2005)  and ensuring  that  the  syllabi  and pedagogy are

designed to derive maximum educational advantages from the presence of

and provide the fullest opportunity for socialisation to the children coming

from  a  variety  of  socio-economic,  cultural  and  other  backgrounds,

including  the  dalits,  tribals,  religious  and  linguistic  minorities  and

physically and mentally challenged children.

 Residential  accommodation  for  teachers,  especially  female  teachers,  in

rural and difficult hilly areas.

Equity

The following measures will be adopted to ensure equity in secondary education in

the state –
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 Free  lodging and boarding facilities  for  students  belonging to  SC,  ST,

OBC and minority communities and girls as appropriate for their safety.

 Hostels and residential schools, cash incentives, uniforms, books, cycles

and separate toilets for girls.

 Providing  adequate  scholarships  to  meritorious  students  coming  from

under privileged social and economic backgrounds at the secondary level.

 Special  efforts  will  be  made  to  provide  all  necessary  facilities  for  the

differently abled children in all the schools.

 Expansion of Open and Distance Learning will be undertaken, especially

for  those  who  cannot  pursue  full  time  secondary  education,  and  for

supplementation and enrichment of face-to-face instruction. This system

will also play a crucial role in the re-enrolment of drop out children at the

class eight levels into the secondary school system.

 Systems will  be  put  in  place  for  proper  assessment  and monitoring  of

learning

 A  system  of  cost  recovery  from  economically  more  well  off  sections

whose children attend the government school  system will  be combined

with proactive financing of schools in socially and educationally backward

areas.

1.3  Institutional Reforms & Strengthening of Resource Institutions

Institutional reforms in the delivery and management of secondary education are

necessary for its improvement. The institutional reforms to be undertaken are –

 Improvement in schools’ performance by decentralizing their management

and  accountability  and  the  inclusion  of  parents  representatives  in

management bodies.

 Adoption of a rational policy of teacher recruitment, deployment, training,

remuneration and career advancement;

 Undertaking  of  reforms  in  educational  administration  including

modernization,  e-governance,  delegation  of  authority  and  de-

centralization;
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 Provision of necessary professional and academic inputs in the secondary

education system at all levels from the school level upwards

 Streamlining financial procedures and audit systems for ensuring speedy

flow of funds and their optimal utilization.

 Involvement  of  Panchayat  Raj  and  Municipal  Bodies,  Community,

Teachers, Parents and other stakeholders in the management of Secondary

Education,  through  bodies  like  School  Management  Committees  and

Parent  –  Teacher  Associations  should  be  ensured  in  planning,

implementation, monitoring and evaluation.

 Special Central Government Schemes shall be properly implemented –

i. ICT@ schools for computer education and computer aided education in
secondary schools,

ii. Integrated Education for Disabled Children (IEDC) for main streaming
the disabled children in school education,

iii. Strengthening  of  Boarding  and  Hostel  facilities  for  Girl  Students  of
Secondary  and  Higher  Secondary  Schools  (Access  and  Equity)  for
providing assistance to NGOs to run Girls’ Hostels in the rural areas and

iv. Quality improvement in schools which includes provision of assistance to
State Governments for introduction of Yoga, for improvement of Science
education  in  schools,  for  environment  education  and  for  population
education in addition to International Science Olympiads.

1.4  Specific Targets of Expanding Secondary Education in Karnataka

The  primary  goal  of  RMSA  is  to  make  secondary  education  of  good  quality

available, accessible and affordable to all adolescent girls and boys of 14-15 age group by

2020. While implementing RMSA scheme, for the state of Karnataka achieving national

level  targets  may  not  be  difficult.  Particularly  achieving  GER=75%  by  2012  and

GER=100% by  2017.   However,  it  has  to  set  state  specific  targets  of  the  secondary

education system different from national level targets. It is targeted to achieve 85% Gross

Enrolment Ratio (GER) at secondary level in the short term by 2012 and 100% GER in the

mid-term by 2017. It will be possible to achieve universalization of secondary education in

Karnataka by 2020. The proposed investments can be captured in tabular form as indicated

below.
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Goal Indicators Data Source
To make secondary 
education of good quality
available, accessible and
affordable to all adolescent
girls and boys up to the age 
of 16 in Karnataka by
2020.

1) Increase in the Enrolment
Increase in the enrolment in secondary 
education of young people aged 14 to 
15 years from 1.56 million in 2008 to 
1.8 million by 2012 to 2.1 million by 
2017.

2) GER at Secondary Level
GER at secondary will increases from 
69% in 2008 to 85% by 2012; and 
increase to over 100% by 2017;

3) Enrolment share of Girls
Enrolment shares of girls, SCs, STs and 
minorities in secondary classes increase 
in proportion to their share in the 
population in the state.

4) Dropout rate at secondary level
Dropout decreases from 20% to less 
than 1% by 2017.

5) Transition rate
Transition rate from Class VIII to IX 
increases from 83% in 2008 to 90% in 
2012 and to 98% by 2017

6) Promotion rate to Class X
Promotion rate from Class IX to X 
increases from 85% in 2008 to 0% by 
2015 and 98% by 2017.

7) Learning levels
Learning levels at Classes IX and X will
be improved adequately and will be 
monitored regularly;

Household
surveys; All
India School
Education
Survey;
SEMIS;
NCERT quality
monitoring and
assessment
data; Class X
Examination
data

1 All secondary schools in 
the state conform to 
prescribed norms.

1) Facilities -
All schools will have space and 
facilities according to prescribed norms 
of minimum quality standards, 
including one classroom for every 30 
students; a laboratory and library; 
differently abled access; separate toilets 
for girls.
Computer and other ICT facilities will 
be available in all secondary schools 
according to prescribed norms.

2 Availability and access of 
secondary schooling to all 
adolescent girls and boys up 

2) Access -
All habitations will have access to a 
secondary school within a radius of 5km
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to the age of 16 in
Karnataka by 2020.

except those in special circumstances.
i) Model Schools -
Opening of 74 new model schools on 
KVS template by 2012.

ii) Middle School Up gradation -
Up-gradation of 2000 middle schools 
with 4,000 additional classrooms for 
secondary classes by 2012.

iii) Expanded capacity -
Expanded capacity for 4000 existing 
secondary schools with 8000 additional 
class rooms by 2012.

iv) Girls Hostel –
Establishment of 64 girls’ hostels for 
secondary level girl children in EBBs 
by 2012.

v) Transition rate from VIII to IX-
Transition rate improves from 83% in 
2008 to 90% by 2012 and 98% by
2017.

vi) Dropout rate -
Dropout rate at secondary level reduces 
from 20% in 2008 to less than 1% by 
2017.

vii) Out of School Children -
Number of out of school children of 
secondary school age (14-16) reduces to
less than 5% of the age group by 2017.

3 Equity
through the
removal of
regional,
gender, socioeconomic
and disability gaps.

3) Equity -
Disaggregated enrolment data for girls, 
SC, ST, Muslims and differently abled 
at the state and district level will be 
available.

i) Share of Disadvantaged groups in 
Enrolment-
Share of girls, SCs, STs, Muslims and 
differently abled in enrolment at 
secondary level will be increased in 
proportion to their share in the 
population at the state and district level.

ii) Means-cum-Merit Scholarships -
Provision of means-cum-merit 
scholarships for specific disadvantaged 
groups according to schedule.
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iii) Incentives for Girls -
Provision of incentives for girls 
(especially from disadvantaged groups, 
SC, ST) to promote their participation 
in secondary education according to 
schedule.

4: Education of
good quality
for all students

4) Quality –
About 10,000 additional teachers for 
upgraded middle schools by 2012;

i) Pupil-Teacher ratio (PTR) -
Pupil-Teacher ratio at secondary level 
improves from 37 : 1 to 35 : 1 by 2012; 
and to 30 : 1 by 2017.

ii) Trained Teachers -
Percentage of trained teachers in 
secondary schools will increase from 
80% to 100% by 2012;
Percentage of teachers receiving in-
service training will be improved 
against annual targets by 2012;
DIETs and Colleges of Education will 
be strengthened to support secondary 
school teachers’ professional 
development through the model 
schools/resource centres.

iii) Text Books -
Availability of textbooks for all the 
enrolled children of secondary classes 
will be ensured.

iv) Teaching Learning Materials -
Availability of teaching learning 
materials will be improved;
NCF 2005 will be fully implemented.

vi) Model schools -
Model schools shall serve as pace 
setting institutions of excellence and 
also as resource centres for the 
professional development of secondary 
school teachers within each block.

vi) Others -
Change in classroom practices as 
measured by time spent on task;
Student attendance rates will be 
improved. Teacher attendance rates will
be improved.
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vii) Supervision -
Percentage of schools having functional 
management committees and village 
education committees with reporting 
role in school supervision will be 
improved.

viii) Learning levels -
Learning levels of Class IX and X will
be improved.

1.5  Expanding Secondary Education in Karnataka - Perspective Plan 2009-2022

There  is  a  mounting pressure  on the secondary education.  The demand for  the

skilled manpower in the emerging knowledge based economy indicate that eight years of

the elementary education is not sufficient to equip a child for a better life and to be a

competent  citizen  in  future.  Recognising  the  importance  and  demand  for  secondary

education, the Government of India has launched a centrally sponsored scheme Rashtriya

Madhyamik Shiksha Abhiyan (RMSA) to achieve the goal of universalization of secondary

education.

The vision of RMSA is to make the secondary education of good quality, available,

accessible  and  affordable  to  all  young  persons  of  the  age  group  of  14-16  years.  The

implementation  of  RMSA  at  state  level  envisages  the  preparation  of  state  specific

perspective framework plans.

The performance of Karnataka under Sarva Shiksha Abhiyan (SSA) initiatives at

elementary  level  is  promising  and  the  present  document  is  about  the  Perspective

Framework Plan (PFP) for expanding secondary education in the state. The main aim of

the document is to present an overview of the status of secondary education in the state. It

is also to suggest analytical framework and projection models that might be applied in

further analysis and strategic plans for the secondary education in the state. The analysis
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identified the selected indicators of secondary education to develop projections of supply

and demands at secondary level.

Taking note of financial implications of enrolment projections, policy options are

identified to provide easy access at  an affordable cost.  The document is useful for the

policy  decision  makers  and  other  stakeholders  while  planning  for  the  expansion  of

secondary education in the state.

Structure and Status of School Education in Karnataka

The school education in Karnataka consists of class I to X and class XI and XII are

managed by a separate PUC Board. The structure of schools education in Karnataka as

well as in few other states is different from the all India pattern. The main difference is that

the elementary level in the state covers class I to VII and the secondary level covers class

VIII to X.  However, following recommendation of an advisory group the structure of

schooling education is getting realigned with the National level pattern wherein class VIII

is being brought in to elementary system.

The ratio between lower and upper primary schools is one to two (2:1);  likewise

the ratio between upper primary and high schools is 2.6:1. The ratios indicate that given

the number of schools available for lower classes/sections, the number of school places

available for the higher classes/sections are sufficient in Karnataka.

Enrolment and System Efficiency

There are 100.93 lakhs children enrolled in class I to X in Karnataka as on 30th

September 2009. Of this total, 55.42 lakhs children are enrolled in classes I to V, 20.28

lakhs children are in classes VI and VII and 25.22 lakhs children are enrolled in classes

VIII to X. For the classes IX and X, about 15.61 lakh children are enrolled in the state. It is
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noted that the enrolment in elementary classes is declining during four years period due to

the demographic transition in the state: declining fertility and thereby the declining size of

the school-age child population.  The GER in primary classes (I-V) is  100 percent  and

above whereas in other elementary classes i.e. class VI, VII and VIII, GER is between 87

and 97 per cent. For the secondary classes (i.e. class IX and X) the GER is between 64 and

75. The average GER of primary classes is about 107.4 per cent, for the elementary level it

is around 100 per cent and for the secondary level (class IX and X) it is around 70 per cent.

A gap about 30% in GER is observed between elementary level and secondary level in

Karnataka.  When efficiency of  the  system is  examined  the  promotion  rate  in  primary

classes is  95 per cent and above but  in  upper  primary or  higher  elementary classes  it

between 80 and 95 per cent. The promotion rate/transition rate between last grade (class

VIII) of elementary level and first grade (class IX) of secondary level is around 82.6 per

cent and between the secondary classes (IX and X) the promotion rate is 85.5 per cent. The

repetition rate in elementary and secondary classes seems to be constant at around 2 per

cent and below.

Dropout rate appears to very minimal in elementary classes but it is significantly

high in secondary classes.

Access to Schooling

There are about  69273 schools in the State of which 26644 are lower primary,

30876 are middle and 11753 are high schools. It may be noted that primary schools cover

classes I  to V, middle schools cover classes VII and the secondary/high schools cover

classes VIII to X. In terms of coverage, there was one school with primary classes for

every thousand total population and for every 127 primary school-age (6-10 years age)

population and is covering 3 sq km of geographical area in the state (Table 3.4.1). With

respect to school places available for upper primary classes (VI-VII), for every 1900 all-
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age population and 70 school-age (11-12 years age) population there is one school place

and it is covering 6 sq km of geographical area. As regards the school places available for

secondary classes (covering class VIII, IX and X), there is one secondary school place for

every 5000 all-age population and 284 secondary school-age (13-15 years age) population

and it is covering 16 sq kms of geographical area in the state. It indicates that existing

schools are sufficient in number. However, for a large number children located in remote

rural areas especially tribal location, the school with secondary classes are located at far

away distance. 

Equity

When the achievement of equity is observed from the two angles i.e. participation

and learning level, it is observed the educational process in Karnataka is not following the

equity norms. The number of children belonging to disadvantaged communities/sections

enrolled in both the elementary and secondary classes were not in proportion to their share

in the population except children of SC community. In other words, the proportion of SC

children in total enrolled at both the elementary and secondary level is found to be higher

than  their  (SCs)  share  in  the  total  population  whereas  for  the  children  of  ST,  OBC,

Muslims and girls, it is below their respective share in the population.

Quality of Schooling

While improving quality of schooling both the quantitative and qualitative factors

needs due attention. Quantitative factors are concerned with physical infrastructure (like

number  of  classrooms,  laboratory,  library  etc.,)  and  human  resource  (teachers),  the

qualitative  factors  are  related  to  pedagogy  and  the  learning  process.  It  is  observed in

Karnataka there are a large number of school do not have necessary physical infrastructure

and learning resources  which  will  improve the  quality  of  education.  Although  a  large

number of secondary schools are reporting availability of laboratory and library, they (such
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facilities) are no way meeting the standard norms. With respect to human resource, there is

enough number of teachers available for secondary classes in the state. But they do not

have proper in-service training facilities and professional development programmes.

Institutional Reforms in School Education

Given the status of the schools education in the state, there is a long way to go in

terms of the goal of universalization secondary education. For further improvement in the

system it needs the institutional reforms. There has not been any initiative in this direction

to  the  date  in  Karnataka.  Therefore,  there  is  a  need  for  institutional  reforms  in  the

education system of the state.

Expanding Secondary Education in Karnataka: Perspective Plan (2009-20)

The  primary  goal  of  RMSA  is  to  make  secondary  education  of  good  quality

available, accessible and affordable to all adolescent girls and boys of 14-15 age groups by

2020. While implementing RMSA scheme, for the state of Karnataka achieving national

level  targets  may  not  be  difficult.  Particularly  achieving  GER=75%  by  2012  and

GER=100%  by  2017.  However,  it  has  to  set  state  specific  targets  of  the  secondary

education system different from national level targets. Herein it is to be noted the present

perspective plan is for expanding secondary education particularly of class IX and X only. 

GER Targets

Future  prospects  of  secondary  education  in  the  state  are  explored  with  three

alternative projection models. Of the three variants of projections models of enrolment, one

(Variant I) is based on the past performance and the second (Variant II) is based on the

performance of the state in terms of the enrolment in elementary schooling especially that

of  enrolment  in  class  VIII  and  the  third  (Variant  III)  is  based  on  the  RMSA norms.

Besides, a simulation model also explored the future prospects of enrolment in secondary

classes.  Given  the  GER=69.5% at  secondary  level  in  the  state  by  2008,  all  the  four
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projections models shows that achieving GER=75% by 2012 and GER=100% is not a

difficult task for the state. With the initiatives under SSA, enrolment in elementary classes

especially  that  of  class  VIII  is  promising  and  hence  it  ensures  enough  number  of

elementary graduates to enter into secondary level. Therefore, for Karnataka, the mid-term

GER targets at secondary level are 84% by 2012 and 100% by 2017. It means that the

enrolment in secondary level will increase from 1.56 million in 2008 to 1.8 million by

2012 and 2.1 million by 2017. Due to the demographic transition experienced in the state,

the size of secondary school-age (14/15 years) children has been continuously declining.

Therefore, the enrolment in secondary classes would not more than 2.1 million. It will be

possible to achieve universalization of secondary education in Karnataka by 2020.

However,  the  short-term target  of  GER=84% by  2012  is  very  demanding.  To

achieve it would require annual growth of enrolment in secondary classes at 5 per cent

particularly  a  large  increase  in  the  number  of  girls,  children  belonging  to

SC/ST/OBC/Muslim  communities  in  a  short-period,  rapid  reduction  in  dropout  and

repetition  rate  at  elementary  level,  an  increase  in  the  transition  rate,  and  sustained

investment in new classrooms and new teachers. The new entrants in Class IX would have

to increase by as much as 5% per annum in the 11th Five Year Plan period. In order to

expand the secondary education in Karnataka,  large-scale inputs in terms of additional

secondary school places, additional classrooms and teachers, and other facilities need to be

provided  to  meet  the  challenges  of  access,  quality  and  credibility,  and  equity  in  the

secondary education.

The projection exercise has shown that the maximum enrolment in class IX and X

would not go beyond 2.1 million in Karnataka. That means it has to accommodate around

0.45 million additional enrolment in these classes by 2017. The state would need to be able

to  provide  for  schools,  classrooms,  teachers  and classrooms to cater  to  this  additional

15



enrolment and create adequate infrastructure and other facilities for total enrolled children

to improve the quality of education.  As about 50,000 students increase per year on an

average from 2008 to 2017, the state should be prepared to provide additional space and

educational facility each year. The average additional number of teachers in government

schools must be 1000 per year from 2008 to 2017, thus totalling to 10000 especially for the

upgraded  middle  schools.  In  addition  to  classrooms  created  by  strengthening  and  up-

gradation,  about  15000  would  be  required  to  accommodation  additional  enrolment

especially between 2012 and 2018, with an average of 2500 classrooms per year. It  is

necessary to ensure the classroom-pupil ratio 1:30 norm.

Range of Initiatives

To achieve the GER target the secondary education system has to be expanded and

hence  needs  a  range  of  initiatives.  To improve  the  access  to  secondary  schooling,  an

initiative is to ensure available a secondary school within distance of 5 Km radius for every

habitation  in  the  state.  In  this  regard,  up-gradation  of  about  2000 middle  schools  and

opening of 74 model schools will be taken up during 11th Five Year Plan Period. Besides,

strengthening  of  about  4000  existing  secondary  schools  increases  their  capacity

accommodate more number of children in secondary classes. Another initiative to improve

the access is provision of free bus/train passes for the children living in distant habitation

from the secondary school place. To improve the equity, the implementation of RMSA

scheme  envisages  the  special  incentive  schemes  for  students  belonging  to

SC/ST/OBC/minority/other weaker sections of the society to improve their enrolment. The

equity  will  be  improved  by  Provision  of  residential  schools,  scholarships,  free  hostel

facilities, cash incentives, uniform, and text books for students belonging to SC,ST,OBC

and minority communities;  Provision residential  schools, hostel facility,  cash incentive,

uniform, books, and separate toilets for girls. All the necessary facilities will be provided
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for the differently abled children in all the schools. To improve the quality a minimum

requirement  of  physical  infrastructure  and  human  resources  will  be  ensured.  All  the

schools in the state will be ensured with infrastructure like, black board, furniture, library,

science laboratory, computer labs, toilet blocks; to maintain classroom-pupil ratio (CPR)

1:30 additional classrooms will be ensured. Each secondary school will be ensured with a

minimum seven core-subject teachers; and in-service training of all the teachers; to ensure

PTR 30:1, additional teachers will be recruited; Residential accommodation for teachers in

rural  and  difficult  hilly  areas.  National  Curriculum  Framework  (NCF)  2005  will  be

implemented; change in the instructional time to increase the learning opportunity time for

the students; change in the pedagogic practice and innovative methods and technique will

be encouraged.

Also institutional reforms are required for the expansion of the secondary education

in  the  state  include:  Reforms in school  governance-  improve schools’  performance by

decentralizing their management and accountability; Adopting a rational policy of teacher

recruitment,  deployment,  training,  remuneration  and  career  advancement;  Undertaking

reforms  in  educational  administration  including  modernization/e-governance  and

delegation/de-centralization; and Provision of necessary professional and academic inputs

in the secondary education system at all levels, i.e., from the school level upwards; and

streamlining financial procedures for speedy flow of funds and their optimal utilization.

Involvement  of  Panchayati  Raj  and  Municipal  Bodies,  Community,  Teachers,

Parents and other stakeholders in the management of Secondary Education, through bodies

like School Management Committees and Parent–Teacher Associations will be ensured in

planning process, implementation,  monitoring and evaluation. It also needs a necessary

strengthening  of  resource  institutions  at  various  levels,  SCERTs,  State  Open  Schools,

SIEMATs,  etc.,  at  the  State  level;  and University  Departments  of  Education,  Reputed
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Institutions of Science /Social Science / Humanities Education, and Colleges of Teacher

Education (CTEs) /Institutions of Advanced Study in Education (IASEs) funded under the

centrally-sponsored Scheme of Teacher Education.

Financial Implications

For  the  cost  estimations  the  perspective  plan  of  Karnataka  includes  both  the

government and aided schools with secondary classes (IX and X) in the state. The per

capita  recurring expenditure per  enrolled children in  the secondary classes in the state

based  on  the  projected  recurring  costs  is  going  to  increase  as  the  state  increase  the

enrolment in secondary classes further. It would marginally increase (during 11th and 12th

FYP period) from the baseline 2009 (Rs. 8900) to around Rs. 10452/- by 2012 and Rs.

11500/- by 2017.

The projected cost of expansion is well above the baseline (2008-09) level, but it is

at an affordable level. The projected cost of expanding secondary education indicates that

the state has to spend 1 to 0.5 per cent of its GSDP on lower secondary education (class IX

and X) only. Over a period during the projection period (2009-2020) the expenditure on

education as % of GSDP is declining. It seems that the state of Karnataka can afford the

projected expansion in secondary education. However, the emphasis should be on modest

growth in expenditure per child linked to improved quality rather than a decline in share

and amount per child as a % of SGDP.

1.6  The Head of the School 

As is the headmaster, so is the school.  He is the pumping station from where the

red blood of inspiration flows to the beating hearts of his colleagues and students.  He has

to function as the professional leader and as an effective administrator.  As a professional

leader he has  to  coordinate the efforts  of all  the individuals  under  him integrating the

school as a whole, and devoting attention to professional improvement and progressive
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programmes.   As an administrator  he is  responsible to  achieve the goal  for which the

school is established.  The success or failure of the school depends on him.  He is the

indispensable and integral part of the school.  Without his leadership and initiative the

school cannot progress. 

The head of the school has to play a very delicate and critical role as he has to

strike a balance in the practical field among fighting and quarrelling students, grudging and

grumbling teaches and complaining parents.  The members of the teaching staff have their

different  whims :  some sensitive,  some emotional,  some enthusiastic,  some old,  some

young, some trained and other untrained and some marking time.  The head has to make

the best  use  of  them and seek their  whole-hearted co-operation  in  all  activities  of  the

school : academic, co-curricular and administrative.

Encouragement  in  one  case,  assistance  in  overcoming  difficulties  in  another,

suggestions here, definite orders there, all are necessary, writes H.G. Stead.  The head has

to weld the members of the staff into a real team.

The Principal is expected at various times and by various interests to play many

roles.  He must, by nature of his position be :

a. A teacher of Teachers. 

b. A Supervisor not only of teachers but of service personnel.

c. A Disciplinarian just but effective.

d. A Psychologist at least to the extent of discovering maladjustments,

especially of teachers which hinder progress.

e. A Financier in organizing the school budget.

f. A Sociological to the extent of understanding the relationships of the

school with social forces.

g. A Lawyer to the extent of being able to know his own obligations,

rights, legal abilities as well as of those of all school personnel.
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h. A Technical Expert in educational measurement and evaluation.

i. An Expert in Group Dynamics of the extent of working effectively

with staff pupils, public and the authorities. 

1.7  Qualities of a Head

Brilly  suggests  that  the  motto  of  the  head  should  not  be  check  your  teachers,

frighten your teachers, weaken your teachers and examine them, but its variant.  Train your

teachers, inspire your teachers, encourage your teachers and trust them.  His important

qualities are : 

1.  Man of Educational Vision 

He should be aware of new trends in education,  latest  techniques in education,

recent problems in the field and their solutions.  He should not merely assess the academic

achievements of the school but also the all-round progress of the school should occupy his

attention.

2.  Man of Faith

There is no use of being impatient, for growth an improvement always take time.

The  inspector  must  have  a  far-reaching  programme,  but  putting  through  it  he  should

proceed item by item.

3.  Man of Experiments 

He must be an experiment.  An able inspector will select forward looking schools

where the teachers and the headmasters have a progressive outlook on education and are

imbued with the spirit of experimentation and will turn these school nurseries wherein the
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seeds  of  educational  reform and progress  sown,  cared  for  and their  progress  carefully

watched and the message carried to other schools. 

4.  Man of Planning 

The  inspector  should  plan  his  work  thoroughly  and should  not  undertake  it  at

random. 

5.  Man of Sympathy 

He should always show respect for the teacher’s personality.  A good inspector is

one who can inspire and enthuse the teachers without dominating over them like a harsh

task master. He should place the teachers on a footing of human equality.  He should be

cooperative, sympathetic and affectionate.

6.  Constructive Mind 

An inspector should possess constructive mind rather than a destructive one.  He

should never undertake a visit to school with the pure object of fault-finding.  An inspector

who fails to praise when commendation is deserved, is failing as much in his duties as one

who  fails  to  criticize  when criticism is  deserved.   He  should  have  a  problem-solving

attitude and should help teachers in tacking the problems with which they are faced. 

7.  Organizing Capacity 

As he is to serve as teacher of teachers, he should have the capacity to organize

refresher courses, meetings, seminars and discussions.

8.  Experts in Various Subjects 

An Head should be a specialist in many languages and subjects.  This particularly

important in our schools where different mediums of instruction are followed. 

9.  Liaison Officer 
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The head should be a friendly liaison officer between the Department and the field

workers, a mediator linking up scattered educational experiences and experiments.  Dr.

Hart of the California University, a specialist in school administration head enumerated

seven abilities which every administrator and supervisor should possess in ample degree to

discharge his duties well.  The first is the ability to recognize the especially worthwhile

things that are talking place in the school system.  The second is to organize the school

system so that essentially worthwhile things discovered are spread throughout the system.

The third is to overcome the inefficiencies of others without losing their goodwill.  The

fourth is to set goals that are within the reach of an individual.  The fifth ability is that of

making everyone in the school system feel worth whileness of his job. The sixth is that of

helping everyone in the system to grow professionally and grow in service to society. And

the  seventh  is  to  make  those  who  work  for  or  with  the  administrator  or  supervisor

personality happy.

To sum up the qualities of the headship, it may be stated that he should be a man of

learning, faith, pulsating with the life and energy and imbued with a spirit of progress and

experimentation and above prejudices of all sorts and petty personal affiliation.

1.8  Function of the Headmaster 

Functions of a headmaster may be considered under to heading – Administrative

and Leadership.

1. Administrative Function 

The headmaster of a school has to attend to a number of administrative function.

Some of them are dealt with below :

a. Planning,  Education,  being a complex process,  needs advance planning to

reach the goal.  Advance planning is needed to prepare the curriculum, to set

up infrastructural facilities, to organize the curriculum, to find resources, etc.
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In these days of decentralization, the role of the headmaster is of no mean

order. 

b. Organization of the school work.  It is the duty of the headmaster to organize

both the human and material elements of a school in a systematic manner to

get the maximum benefits of them.  Teachers are organized into Teacher’s

Association : students into groups and classes ; and teachers are assigned to

each  class.   Teachers  and  parents  are  organized  into  parent-teachers

association. 

The material elements are the school building, the equipments class

rooms, laboratories, libraries etc., the success of the school depends on how

these elements are arranged to derive the maximum benefits out of them.  The

headmasters organizes the work of the school by farming the timetable and

distributing the work among his assistants.

c. Maintaining discipline in the school Development of disciplined citizens is a

major aim of education.   Discipline and order  are different.   Order ha its

origin in fear of punishment.  Good discipline springs within the hears of the

individual.   It  has  its  origin  in  natural  respect  and  love.   Punctuality,

responsibility and regularity are its hall marks.  If the Headmaster and the

teachers are disciplined the students will also follow suit. 

d. Providing guidance and counselling.   The secret of good education consists

in enabling the students to realize what are his talents an aptitudes and in

what manner and to what extent he can best develop them so as to achieve

proper  social  adjustment  and  seek  right  type  of  employment  (Mudaliar

Commission).  Unlike he students of the past, students in the modern age

need guidance and counselling in educational, social, vocational and personal

fields.  In  the  choice  of  courses  of  studies,  in  solving  personal  and social

problems parent may not be always able to help them.  This is true especially

in the case of first generation learners. 

In rural areas very often parents meet the headmaster of local school

for advice in their life.  The headmaster must be able to help them on these

occasions.  Besides, he must organize an effective guidance and counselling

centre  in  the  school  with  the  cooperation  of  the  teachers  and  qualified

persons.  
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e. Providing effective supervision.  The headmaster has to supervise the work of

the teachers, the office and the general discipline of the school. The lesson

plans  will  have  to  be  examined,  the  class  work  is  to  be  supervised  and

suggestions for improvement to be made in a friendly manner and punctuality

and regularity to be insisted upon.  He must see that everything in the school

go in a systematic manner in accordance with the plan and the timetable.

f. Managing the finance.  The headmaster should collect fees from the pupils

through the teachers and remit the amount into the treasury in the case of the

Government and Aided schools (for send it to educational agencies, in the

case  of  recognized  schools)  as  per  detailed  instruction  regarding  levy

collection and remittance of fees. He must also see that the money received

from the Government management, PTA and the public is properly accounted

and used correct and proper records must be maintained about the amounts

spent  to  purchase  the  equipment  for  the  laboratory,  books for  the  library

repair of furniture and building etc.

g. Maintaining the school records.  The headmaster should see that the records,

registers and books of the school are maintained in proper conditions.  The

assistance of the office staff is very important here.

h. Co-ordinating the various works.  The activities in and around the school are

co-ordinated by the headmaster.  This essential for the smooth and efficient

function of the school.

i. It is the duty of the headmaster to maintain the school premises in a healthy,

neat and tidy condition.

j. It is the duty of the headmaster to obey the rules and regulations issued by the

Government.   Further  he  should  explains  the  teachers  the  rules  that  are

applicable to them.  In the case of Aided school he is a mediator between the

manager and the Government, and between the manager and the teachers.  He

is to be loyal to the manager, teacher and the teachers.  He is to be loyal to the

manager,  teachers  and  the  Government.   When  there  is  a  crises  he  must

consider the interest of the school above other consideration. 

These are some of the major functions of the headmaster as an administrator.

Besides these, the headmaster is to function as a leader. 
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2.  The Leadership Function of a Headmaster 

It has already been stated that a headmaster should have leadership qualities.  These

qualities are reflected in a number of his functions  some of them are considered below : 

a. Leadership is teaching.  Great changes occur in education.  Consider

the example, primary school education in Karnataka.   Within the last  few

years three great changes – he introduction of MLL, DPEP, and SSA have

taken place.   The teachers, parents and students may be bewildered by these

changes. The headmaster should rise to the occasion.  He must evaluate the

programmes and instill courage into everyone.  He should take leadership to

make everyone adjust  to  the changes.   In  the  use  of  modern information

technology  in  education  and  in  the  education  of  the  gifted  and  the

handicapped new interest is developed.  Teachers grow dull and develop a

sense of helplessness, if there is no leadership to renew and revitalize them

through programmes of orientation and in service courses.  Besides, seminars

and discussions may be arranged to refresh and equip them to meet the new

situation.   The  headmaster  has  to  take  leadership  to  find  finance  and  to

implement these programmes. 

b. Leadership in Curriculum change.  There was a time when curriculum

and  syllabus  were  considered  to  be  the  same.   But  today  curriculum  is

considered to be the total experience available in schools.  It is the sum total

of the experiences available in schools through curricular and co-curricular

activities.  At present the Department of Education or NCERT designs the

curriculum for  schools.   Even  then  the  headmaster  arrange  seminars  and

studies on curriculum development and put forward this suggestions to those

agencies before they finalize the curriculum.   Even after the curriculum is

finalized and communicated to the school, the headmaster can contribute his

mite to make it more useful.  In the light of his long experience and studies he

can make local adjustment and changes without affecting the core curriculum.

He may chose and include appropriate co-curricular activities to supplement

the curriculum.

A good curriculum has to provide opportunity to develop knowledge,

skill and correct attitude in the children.   Very often the curriculum prepared
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by the department of education or other.  Government agencies may have

plenty of opportunities to develop knowledge.  It is in the other two areas that

the headmaster should take leadership to develop the curriculum.  Activities

must be provided so that the students may use the knowledge acquired.  Then

only the knowledge acquired has practical or utilitarian values.  Besides, he

has to develop healthy attitudes in the students by appropriate programmes. 

c. Leadership in improving community school relationship.  The school

established by the community, and the school exists for the community.  So

the ivory tower attitude should not be tolerated.  The gap between the two is

to be bridged for the good of both.  School programmes are to be coordinated

with community programmes.  The school should have projects to study the

needs  of  the  community.  In  all  these  leadership  of  the  headmaster  is

indispensable.  A good headmaster leads not only the students and teachers of

his schools, but also the local community.  He is with the people when they

are in need of him.  He is a friend, philosopher and guide to them. 

d. Leadership in the professional growth of his staff.  A headmaster is

the leader of his profession.  In democracy there are two types of leaders.

Official and unofficial leaders.  The official leader is also called the status

leader.  He is officially assigned to leadership.  The headmaster and teaches

have to play the role of status leaders without whom democratic action is

impossible.  No effective group planning is possible without a status leader.

The  staff  can  think  work,  plan  and  reach  decisions  with  the  help  of  the

headmaster  who its  as  the  status  leader.   He  reflects  and consults  before

taking action.  He uses his authority to mobilize the thinking, planning and

working of his staff and students for cooperative execution of what he has to

do.  It does not mean that he is bound to act only as everybody wishes. 

When he finds that the teacher or student leaders do not agree inspite of patient and

thoughtful discussion, it is right and proper to take decision and impose them on his staff

and students. 

An  efficient  headmaster  develops  and  makes  use  of  unofficial  example  when

emerge in serious situations to solve problems.  For example when the school parliament
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discusses a problem one or two students may come out with intelligent suggestions to solve

the problem.  A good headmaster should not discourage them.  Their suggestion should

accepted  and  they  should  be  encouraged.   Unofficial  leaders  among  the  teachers  and

students should be discovered through group action and group thinking and they must be

encouraged.  The organization of seminars, symposium, debates, discussion etc., would go

a long way to discover and encourage unofficial leaders.  They will provide them with

opportunities to develop their professional proficiency. 

1.9  Duties of Headmasters of School 

For the study of roles of headmasters, knowing their duties are essential.

i. To see that the rules and orders issued by the Department and Government

are complied with.

ii. To maintain discipline in the school.

iii. To organize work in the school by framing timetable, distributing work

among the assistants, conducting tests and examinations and encouraging

extra-curricular activities.

iv. To effect promotions of pupils from standard to standard in accordance

with the prescribed rules. 

v. To supervise the work of teachers.

vi. To see that records, books, and registers of the school are maintained in

proper conditions, and to attend to school correspondence promptly.

vii. To collect fees from the pupils through the teachers and remit the amount

into  the  treasury  in  the  case  of  Government  and  aided  schools  as  per

detailed instructions regarding levy collection, and remittance of fees.

viii. To maintain the school premises in a healthy, neat and tidy condition.

ix. To organize and conduct staff council in which all the teachers may be

members and the headmaster, the chairman.

1.10  The Roles of the Headmaster 
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The following are the general concept on the managerial roles of headmasters

of schools.

1. The Head as Manager 

The school headship is considered by many educators, including most high school

heads, as one of the most difficult and challenging positions in education.  Since it is so

difficult a position, the head need all the support and assistance he can get.   The head has

to make several decisions every day and has to be right most of the time.  To do that he

must  have  a  feel  for  his  school,  know  his  teachers,  know  his  students,  know  his

community, and know his supervisors.  He must be a conceptualizer who sees the less

obvious facets of an issue.  He must be an educator who knows the ways of how learning

occurs. He must be compassionate, stern, verbal, jovial, unmoving, flexible, intuitive, and

intelligent. 

Generally heads are former teaches and assistant, or vice heads.  They learn their

roles from learning about schools from within.  Very few heads are employed who have

not had prior administrative experience.

As a manager, the head manages for results.  Results are produced from inputs.  In

schools, the inputs are students, teachers, materials and equipment.  A head manages the

schooling process so that positive interactions among teachers, students and objects result

in  measurable learning.  The following are some characteristics of effective managers.

Perhaps all managers could improve by being aware of the skills they already have and the

skills they need to develop.  Effective managers :

i. Have insight, they see beyond the obvious.  Insight improves judgement.

ii. Respect  individual  differences,  they  have tolerance  for  ambiguity and

diversity.

iii. Understand the creative process, that the flow of ideas is not continuous. 
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iv. Have professional knowledge ; an experiential background ; imagination.

v. Know how to listen well ; question ; articulate.

vi. Give credit, release power, accept others’ ideas ; give authentic strokes

(recognition).

vii. Take calculated risks ; are not satisfied with the status quo.

viii. Assign responsibility ; know staff strengths and weakness.

ix. Sometimes suggest, sometimes specify ; allows ideas to develop.

x. Criticize tactfully.

xi. Provide  inspiration  ;  have  enthusiasm  for  tasks  and  ideas  ;  provide

feedback.

xii. Identify problems.

xiii. Are flexible (not rigid) ; practice the art of the possible.

xiv. Keep the management informed (both needs and achievements).

2.  The Headmaster as Curriculum Manager 

The curriculum has been defined as everything that happens involving students in a

learning situation.  Curriculum work is difficult, complex, demanding, and controversial.

Each teacher is often left to design his own courses,  including their content, sequence,

learning activities, and measurable objectives. 

To  clarify  the  role  of  the  head  in  curriculum  improvement,  the  following

observations are made : 

i. It is necessary for the head to be an expert in all areas of the curriculum.

ii. It is necessary that the heads have some knowledge about how people

learn.

iii. A theory of learning should be a part of the head’s thinking.  He needs a

reference framework against which he can mentally assess the curriculum

that he observes or helps to plan.

iv. School teachers are not academically free.
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v. Students should be academically free.

vi. Co-operative efforts create good curricula 

vii. Goals and objectives are necessary parts of accountability for learning.

School is a place for learning, and learning is a planned activity.  Heads must be

involved in curriculum planning.  Learning theory is a part of that planning. 

There are many roles that the heads has to act such as : 

 The leader

 The manager (administrative head)

 Problem solver

 Decision maker

 Change agent

 Communicator

 Human resource developer

 Programme developer

 Counsellor

 Effective scheduling agent

 Financial manager

 School plant manager

1.11  The Head of the School as a Democratic Leader 

The head should follow the principles of democratic administration.  There is a

marked difference between democratic administration and monarchical administration.  In

a  democratic  administration,  the  will  of  the  group  counts  whereas  in  a  monarchical

administration the will of the one man rules supreme.  A democratic head will not treat the

teachers, clerks and peons as his subordinates but will think them to be his co-workers.
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According to Kumria (1968) democratic administration should look upon the personnel as

socially equal to himself ; he should have a code of set rules of administration which he

and his colleagues should follow rigidly, making no discrimination in their application ;

and lastly he should want no special privilege.

Educational administration at any level should be a co-operative and democratic

process.  A good administrator would be well if he uses ‘we’ and not ‘I’ in emphasizing the

achievements  of  the  department  or  of  institution.   This  gives  a  sense  of  pride  to  his

colleagues and they think that due regard is given to their merits. 

1.12  School Effectiveness 

For  the  sustainability  of  an  institution  its  effectiveness  is  a  major  factor.   The

factors which should be taken care for an effective schools are as follows :

1.  Effectiveness and School Success 

Quality schooling indeed leads to quality learning, and an important key to quality

schooling is  the amount and kind of  leadership that  school  heads provide directly and

promote among teachers an supporting staff.

The research indicates that one difference between high and low achieving schools

was the impact of the head.  In higher achieving schools, heads exerted strong leadership,

participated directly and frequently in instructional matters, had higher expectations for

success, and were oriented toward academic goals.  It seems clear that quality of schooling

is greatly influenced by managerial roles performance from the head.

In  effective  schools,  things  hang  together  ;  a  sense  of  purpose  exists,  rallying

people  to  a  common cause  ;  work  has  meaning  and  life  is  significant  ;  teachers  and

students work together and with spirit ; and accomplishments are readily recognized.  To
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say that good schools have high morale or achieve higher test scores or send more students

t the professional colleges is to miss the point.  Effectiveness is all of this and more.

Effective  schools  include  developing  love  for  learning,  critical  thinking  and

problem solving skills, aesthetic appreciation, curiosity and creativity, and interpersonal

competence.  Parents want a complete education for their children.  What is needed is that

our young become cultured and educated citizens, able to participate fully in our economic

and social society, not just trained workers with limited potential for such participation.

2.  Effective Schools are Student-centred 

Effective schools make an effort to serve all students, create support networks to

assist  students,  involve students  in  school  affairs,  respect  and celebrate  the  ethnic and

linguistic differences among students, and have student welfare as a first priority.  They

use community volunteers, parents, teacher aides, and peer tutors to provide close, personal

attention to students.  They involve students in many activities of running school.  Student

needs are given priority over other concerns.  An atmosphere of co-operation and trust is

created through a high level of interaction between students and teachers.

3.  Effective Schools Offer Academically Rich Programmes 

Student development and provision of a well rounded academic programme are the

primary  goals.   Effective  schools  address  higher  as  well  as  lower  order  cognitive

objectives, provide an enriched environment through a variety of options, have an active

co-curricular programme, provide in depth coverage of content, and appropriately monitor

student progress and provide feedback.

4.  Effective Schools Provide Instruction that Promotes Student Learning 

Effective schools have a distinctive that supports instruction.  They design their

programmes to ensure the academic success and to head off academic problems.  Teachers
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and administrators believe that all students can learn and feel responsible for seeing that

they do.  Teachers and administrators believe in their own ability to influence students’

learning.  Teachers communicate expectations to students, provide focused and organized

instructional  sessions,  adapt  instruction to  student  needs,  anticipate and correct  student

misconceptions, and use a variety of teaching strategies.  In general, effective schools set

high  standards,  closely  and  regularly  monitor  performance,  and  recognize  and  reward

effort success. 

5.  Effective Schools have a Positive School Climate 

Effective schools have a clear organizational personality, characterized by stated

missions,  goals,  values,  and  standards  of  performance.   They  have  a  sense  of  order,

purpose,  and  direction  fostered  by  consistency  among  teachers  ;  an  atmosphere  of

encouragement in which students are praised and rewarded, a work centred environment ;

and high optimism and expectation for student learning.  Teachers and the head commit

themselves to breaking down institutional and community barriers to equality.  They create

a learning environment that is open, friendly and culturally inviting.  Using community

resources, they acknowledge the ethnic and racial identity of their students.  They provide

encouragement  and  take  a  positive  approach  to  discipline.   Administrators  model  the

behaviours that they say are important. 

6.  Effective Schools Foster Collegial Interaction 

Effective  schools  strive  to  create  professional  environments  for  teachers  that

facilitate the accomplishment of their work.  Teachers participate in decisions affecting

their  work,  have  reasonable  control  or  autonomy to  carry  out  work,  share  a  sense  of

purpose and community, receive recognition for contributions to the organization, and are

treated  with  respect  and  dignity  by  others  in  the  work  place.   Teachers  together  as

colleagues to carry out instruction, to plan curriculum, and to refine teaching practices. 
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7.  Effective Schools have Effective Staff Development 

The  teacher  evaluation  system  is  used  to  help  teachers  improve  their  skills.

Inservice  is  practical,  on  the  job  training  tailored  to  meet  the  specific  needs  of  staff

members.   The  emphasis  is  on  the  exchange  of  practical  teaching  techniques  and  on

making training an integral part of a collaborative educational environment.  Teachers and

administrators  conduct  inservice  programmes  and  are  provided  with  ample  staff

development opportunities to help them develop further.  Administrators and teachers are

encouraged to reflect on their practices. 

8.  Effective Schools Practice Shared Leadership 

Instructional leadership does not depend solely on the head.  School administrators

understand  and  use  a  leadership  style  appropriate  for  professionals  ;  solve  problems

through  collaboration,  team or  group  decision  making,  know their  staff  members  and

delegate  authority  ;  communicate  and  build  cohesiveness  ;  and  use  their  positions  to

recognize  and  reward  accomplishments  of  both  staff  and  students.   While  no  single

leadership style dominates, common leadership features include setting and maintaining

direction for the school and facilitating the work of teachers by adopting a wide range of

supportive behaviours.  Involvement in decision making is a critical element.  Involvement

begins  with members  of  the school  community developing the goals,  mission,  and the

values of the school.  Decisions are made with input from those to the affected by the

decision.

9.  Effective Schools Foster Creative Problem Solving 

Staff  members  in  effective  schools  are  unwilling  to  accept  defeat  or  settle  for

mediocrity.   They turn their problems into challenges, design solutions,  and implement

them.   They  go  about  their  tasks  with  commitment,  creativity,  persistence,  and
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professionalism.  Resources such as time, facilities, staff expertise, and volunteers are used

to maximum advantage of facilitate the process of teaching and learning. 

10.  Effective Schools Involve Parents and the Community 

There is a partnership linkage between the school and the community.  Effective

schools establish a variety of methods for communicating as well as working with parents

and the community.  They involve parents and community members in the teaching and

learning activities of the school, include them in the decision making process, have them

serve as resources to extend the efforts of the school, and depend on them to be advocates

as well as to provide good public relations for the school.  They make sure that parents are

involved in  all  aspects of  their  children’s  learning.   Effective  schools  are contributory

partners  to  the  community  they  serve.   They  teach  young  people  that  they  have  a

responsible part to play in society and their contributions are valued and needed. 

Although  lists  of  general  characteristics  are  helpful,  they  should  be  readily

translated into specific prescriptions for management and leadership practice.  What needs

to be done to increase effectiveness and how one does it are situationally specific.  It has

been found that the leadership provided by lead teachers, assistant heads, class level heads,

supervisors, departmental head persons, and team of teachers are often the most critical

factors in improving teaching and learning.  What seems critical to school improvement is

not so much who provides the leadership but how much leadership there is.  To that end,

the head as the leader of leaders may well be a more appropriate role where competence

and commitment are not issues than would the role of instructional leader.

In the context of the present study the researcher tried to identified the various

components  of  school  developments  and  its  correlation  between  the  managerial  roles

performance  by  heads.   Also  whether  there  is  any  correlation  between  the  roles

performance and school effectiveness. 
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1.13  Conclusion 

From  the  well  explained,  it  can  be  concluded  that  the  heads  of  schools  be

considered as the middle level managers and are responsible for various managerial roles

performance.   Henry Mintzberg taxonomy of  roles  are major  model in this  area.   But

managing an educational institution especially schools becomes more challenging in the

globalized  scenario  of  education  and  which  demand  a  high  professionalism  in  its

management.  Hence the researcher find a great need for the study on the managerial roles

performance in the specific context of schools.  

CHAPTER – II 

REVIEW OF RELATED LITERATURE 

2.1  Introduction 

In  this  chapter,  review  of  the  studies  carried  out  in  the  field  of  Educational

Management.   The reviews have been gathered through primary source,  Database and

internet. 

According  to  Gay  (1998),  “the  review  of  literature  involves  the  systematic

identification,  location and analysis  of documents containing information related to the
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research problem.  The review tells the researcher what has been done and need to be

done”.

In the words of Good, “the key to the vast store house of published literature may

open doors to sources of significant problems and explanatory hypotheses and provide

helpful orientation for definition of the problem, background for selection, of procedure

and comparative data for interpretation of results.  In order to be truly creative and original,

one must read extensively and critically as a stimulus to thinking”.

2.2  Purpose and Need for the Review of Related Literature 

Review of the related literature, besides being a foundation for qualitative research,

permits the researcher to acquaint himself with current knowledge in the field or area in

which researcher is going to conduct research.   As such, a careful  review of literature

related to the problem to be investigated is an important step in educational research. 

Review of related literature serves the following purpose : 

1. It  shows  whether  the  evidence  already  available  solves  the  problem

adequately without further investigation.  In such a case the review helps

to  avoid  unnecessary  duplication.   However  if  the  researcher  is  not

satisfied  with  the  procedures  followed  by  the  previous  researchers  in

solving the problem, researcher can conduct the study using innovative,

alternative  or  refined  procedures.   Further,  in  educational  research  it

should  not  be  assumed  or  generalized  that  when  a  problem has  been

studied under one set of the conditions the issue is settled for all other

circumstances.   Secondly,  normative  type  of  studies  which  deal  with

current conditions need to be repeated at fairly regular time of interval in

order to cope up with the latest trends and developments.  Thirdly, studies

in educational research need to be repeated under similar conditions, in

order to confirm the results of the previous investigation.  

2. Review also tells the researcher about  what  has been done,  found and

accepted,  further  helping  in  what  is  to  be  done.   Thus  it  will  be  of
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immense help at the stage of ‘finalizing the selection of the problem for

research’.  

3. It  provides  new  ideas,  concepts,  theories,  explanations  or  hypotheses

valuable  in  formulating  the  problem.   It  is  useful  in  defining  and

delimiting the problem in terms of objectives questions and hypotheses.

Thus it is quite useful at the stage of ‘formulating the problem’.

4. Review suggests  the  research  methodology  appropriate  to  the  selected

problem.   Through  the  review,  the  researcher  will  come to  know the

methodology used by the previous researchers.  This helps the researcher

to select method(s) of research appropriate for his study.  He may imitate,

improvise, modify, refine, integrate, enrich or innovate suitable methods.

Thus review is found to be useful at the stage of ‘planning of research’.

5. It suggests data gathering tools and techniques appropriate for the study.

The review helps the researcher in knowing about data gathering devices

used by the previous researcher and for similar related studies in the field.

This  knowledge  helps  him  to  select  or  construct  appropriate  data

gathering devices and tools for his study.  Thus review is found to be quite

useful at the stage of ‘selection and construction of tools for the collection

of data’.

6. Review of related literature suggests the statistical techniques appropriate

for the analysis of data since the researcher will be acquainted with the

statistical techniques used by the previous researchers in their studies.  

7. It  also  helps  the  researcher  in  the  formulation  of  conclusions  and

generalizations. 

8. Review of related literature helps in knowing about the recommendations

of previous researchers for further research which they will have listed in

their studies.  It contributes towards the general research competency of

the researcher.  The researcher who makes a thorough review of literature

develops confidence in planning and conducting research. 

Thus it is seen that the review of related literature is useful at  all  the stages of

educational research, right from the selection and formulation of the problem, through its

planning and implementation, till the writing of the report. 

2.3  Studies Related to Education Management 
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Karmyogi (1947) conducted a study on the problems of educational administration

in Madhya Pradesh.   The major  findings  were :  60 per  cent  of  schools  lack adequate

facilities also methods of promotions were not scientific.  Selection procedure and transfers

between  school  and  community  and  promotion  rules  were  incoherent.   There  was  no

provision for training education administrators.  Qualifications and pay scales and working

conditions were not satisfactory.

Shelton (1965) studied on the difficulties experienced by principals of elementary

schools in the United States. Findings were most of the principals have to face no major

problems in that country.  But in the study he found elementary school principals in two

Mid Western States spend 41% of their time in communication and instructional matters. 

Handoff (1966)  studied administrative problems of heads of school and revealed

that elementary school principals had social and political problems to be tackled in schools

in big cities.  And the problems of the principals increased in large cities and in schools

with higher population.

Rao (1968) conducted a study on the student problems in educational India.  The

major findings were : the survey presents a vivid and pathetic picture of the schools.  20 of

them have no playgrounds and nearly half of the classrooms.  In 25 class rooms have no

furniture for the pupil and teachers.  The classrooms in fifty per cent of the school are not

separated.  18 schools have no waiting rooms for the teachers.  They sit under tree or on a

bench in the veranda.  No sanitary conveniences are there in these schools.  20 of them

have no full time librarians and a room to house library.  Maps, charts and pictorial aids are

inadequate in 16 schools. 

Wall (1970)  studied four effective and four non-effective principals in terms of

their dialogue, decision-making and action.  Effective principals were described by their
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teachers  as  higher  than ineffective principals  in  consideration and tolerance,  providing

opportunities, advice for professional development and distribute professional literature.

Effective principal were also perceived by teachers, as having consideration, optimism and

honesty.  

Mathur (1971) conducted a study on modernizing educational management.  The

major features were :  (i) Even the basic administrative arrangements are inadequate to the

task of operating educational system. (ii) The planning techniques in the educational field

have been slow to develop and again acceptance in practice. (iii) Machinery to supervise

and implementation of administrative decisions is not in a good operation condition. (iv)

The resources are not properly used. (v) Existing method of selection and placement of

education managers are not designed to promote efficiency and productivity.

Kirby (1972) conducted a study of effective principals, in which teachers viewed

praise as a positive effective influence strategy that helped boost their confidence and pride

to enhance feelings of satisfaction and belonging.  Only work related to praise was viewed

influential.  Those   teachers  who were  found highly  motivated  perceived praise  as  the

important feedback for their performance. 

Bojar  (1985) attempted  a  study  to  replicate,  refine  and  extend  previous

investigation of management style and its relationship to organizational effectiveness and

effective teacher  behaviour.  The findings indicated that  when teacher’s  mean score on

management  style  was  correlated  with  the  mean  of  student’s  scores  in  teacher

effectiveness,  no  significant  relationship  was  found.  There  was  also  no  significant

relationship between congruence of perception and teacher effectiveness.

Panda  (1985) A Study  of  Management,  Organizational  Climate  and  Teachers’

Morale in Orissa Schools.  
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The major objectives of the study were (i) to explore the problems faced both by

the government and private high schools, (ii) to study the nature of problems which have

been responsible  for  creating various  difficulties,  hardships,  handicaps  and hurdles  for

these schools, (iii) to make a comparative study of the problems of the government and

private high schools, and (iv) to suggest possible remedial measures for the improvement

of the existing conditions.

The findings of the study were:  1.  The government schools had better physical

facilities in comparison with those of private schools.  2.  Both private and government

schools  were  lacking  in  library  facilities.  3.  The  staff  of  government  schools  got  the

prescribed  salaries  whereas  the  teachers  of  private  schools  did  not  get  salaries  at  the

prescribed rate. 4. In comparison with government schools, the private schools gave more

stress on correction of written work and coaching classes. 5. The result of secondary school

board examination for private schools (51.5 per cent) was better than that of government

schools (49.61 per cent). 6. Around 71 per cent of government schools and five per cent of

private schools published magazines. 7. NCC was neglected in most of the high schools. 8.

The majority  of  the  managing committee  members  of  rural  area  private  schools  were

illiterate and inactive. 9. Teachers of a large number of private schools used to visit the

houses of problem children whereas none of the teachers of government schools did so. 10.

The  headmasters  of  government  schools  were  not  satisfied  with  the  government

management, whereas the private school headmasters were somewhat satisfied with their

management system. 11. There was no large difference between the school climate scores

of government and private management schools. 12. The teachers were not satisfied with

their present salary and other financial incentives. 13. Most of the appointments in private

schools were made on the basis of acceptance of forced donations to the school. 14. The

teachers did not have much scope to read magazines and reference books. 15. Around 76
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per cent of the schools were poor with regard to teaching aids and equipment.16. Around

70 per cent of the schools were average so far as teacher pupil ratio was concerned. 17. 94

per cent of the schools had good status as regards teacher qualification.

Puranik (1985) found autonomous climate, private management, unaided schools

and urban location of schools to be the most conducive factors in the development of social

maturity. Further, the controlled climate, government management and urban locality were

found to be conducive to the development of morale of teachers. No single dimension of

organizational climate was found to be effective for the development of social maturity of

students.

Buzzell and  Gale  (1987) define  strategy  as  the  policies  and  the  key  decisions

adopted by management that have major impacts on financial performance. Schools in the

Emirates,  begin  mostly  privately  funded  do  have  constraints  on  both  financial  and

manpower resources. When a School is effective, the recruitment of students increases and

this affects the school’s financial performance.

Gill (1988) Factors influencing the management at the directorate level.  The study

attempts to identify factors which can influence the management at the directorate level in

order to help the states to frame policies and to reorganize for better functioning.

Objective To help the states to frame policies and reorganize the directorates for efficient

and effective functioning by identifying influencing factors.

Major Findings 1. The directors of the two states, A and B, possessed limited knowledge

and skills about the system design, development, implementation and system evaluation

but  they  had  a  positive  attitude  towards  the  functioning  of  the  system.  The  lack  of

competencies  in  terms  of  knowledge  and  skills  in  the  management  of  the  technical

education system affected the working of the system. 2. The middle level management
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people lacked knowledge of skills in planning, management, emerging areas of technology

and futuristic trends but they had a positive attitude towards the technical system. The lack

of  this  knowledge  and skills  on  the  part  of  middle  level  management  people  affected

support to the working of the system as the DTE did not get support within the system. 3.

The directorates of technical education of the two states were getting support from the state

and central governments in terms of policy planning and resources but support / interaction

from industry  and  other  agencies  (NCERT,  ISTE,  AICTE,  Directorate  of  employment

training education) was limited. 4. The directorates are getting adequate support from the

resource system, eg. TTTI. The views expressed by the middle level management people

from within the system in the two states suggest that the Director, Technical Education,

must be from within the system. The tenure of the Director Technical Education should

range from three to five years (MMM 1301).

Nair,  Gangadharan  (1989) Management  of  Higher  Educational  Institutions  in

Kerala.   It attempts to analyze the existing system of management of arts and science

colleges in Kerala and to suggest a model for better management of these institutions.

Objectives :  1. To analyze the existing system of management of arts and science colleges

in Kerala.  2. To suggest a model for the better management of these institutions. 

Major Finding No college was found to make in of a formal information system and this

adversely affected planned utilization of resources. (Author 0376).

Austin and  Reynold (1990) have accumulated literature on what makes schools

effective.  They  identified  such  factors  as  being  of  importance  as  site  management,

leadership, staff stability, curriculum organization, staff development, maximized learning

time, recognition for academic success and parental involvement in schools.
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Blase (1991) studied the teachers point of view of everyday strategies that effective

principal takes and major finding that effective principal are to motivate, influence and

empower  teachers.   For  the  purpose  of  study,  elementary  and  secondary  education,

principals’  behaviour  is  divided in  the  three  dimensions  as  Administrators,  Guide  and

Motivator. Strategies used were examined scientifically.  The outcome of the study was the

effective  principals  as  perceived  by motivated  teaches  were  those  who  extend greater

autonomy, uses strategies desired by teachers.  He uses direct strategies such as giving

important assignment and more responsibilities. 

Balse,  Joseph and Robertjo (1994)  studied on effective principals’ impacts on

teachers work improvement.  Findings were : Twelve hundred teachers answered open-

ended questions on the strategies that school principals used to influence them.  Data from

836 teachers who described their principal as open and effective suggested that the strategy

orientations of effective principals had positive impact on teachers work.

Farahbaksh (1995) assessed and compared the management and leadership styles

of female and male head teachers of secondary schools. The sample size was including 60

male and female head teachers in secondary schools in Tehran. He used t-test and q-squire

test in this study. The result showed that secondary school head teachers use Initiating

Structure and Consideration styles. The frequent leadership and managerial styles amongst

male  and  female  head  teachers  of  secondary  schools  is  Initiating  Structure  Style.

According to the result, there was no significant difference between the two groups using

leadership and managerial styles. There was no relationship between age, marital status

and working experience regarding most frequent managerial styles.

In a principals’ conference held in South Africa in the year (2000), principals made

a number of observations regarding management of secondary schools. The conference

attendants noted that: (i) Management of secondary schools was not so much an issue of
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devotion to duty but rather a question of whether principals had adequate skills for running

schools more effectively.  (ii)School  administrators needed skills  in resource allocation,

forward budgeting, staffing and staff appraisal. (iii)Principals as recognised opinion leaders

in their communities required skills to effect good community relations.

The contention that management of secondary schools has not been an issue of

devotion to duty but that of lack of skills cannot be applicable in all cases. There are cases

of principals in various parts of the country who cannot be accused of lacking knowledge

in administration and yet the schools they are in charge of are not only inefficient in their

day-to-day operations but are also performing dismally in national examinations.

There  are  however  genuine  training  needs  among  many  well-intentioned  head

teachers and such need to be assisted to become better professionals while those who have

outlived their usefulness need to be kindly but firmly advised to seek alternatives to school

management.

Blair,  Darlene and  Sam  Houston  (2001) Principals’  leadership  styles,  school

ratings and principals’  time spent on instructional leadership and management tasks in

Texas.  

This study examined the relationship between principal’s leadership styles, school

ratings and the time principals spend on instructional leadership and management tasks.

The present study find outs that :  (1) There is no significant difference between

intellectual stimulation and individual consideration. (2) There is no significant difference

between extra  effort,  effectiveness  and satisfaction.  (3)  There  is  significant  correlation

between  contingent  reward,  management  by  exception,  passive  and  active  to  the

instructional  leadership  and  management  tasks.   (4)  There  is  significant  correlation

between the amount of time principals spend on instructional leadership and management
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tasks for the three rating categories of exemplary, recognized and acceptable.  (5) There is

no significant difference between the amount of time principals at exemplary, recognized,

acceptable  or  low  performing  campuses  spend  on  instructional  leadership  tasks  and

management tasks. 

Christie’s  (2001) study of  resilient  schools  was persuasive.  She noted  that  the

success of those resilient schools was grounded in good leadership and management. She

also  found that  good teaching and learning were  central  to  the  success  story  of  these

schools.  The  environment  for  the  success  was  brought  about  by  head  teachers  who

possessed, amongst other things, ability to adapt, commitment, sense of purpose, concern

for others and the courage to see things through.

News Release (2002) from Nepal conducted a study to help improving secondary

education in Nepal by identified the constancies. The Secondary Education support project

will  help  create  a  better  educated  and skilled  work free  to  drive  social  and economic

development. The project has four components (1) More access to an improved learning

environment, particularly for girls and other disadvantaged groups. (2) A better curriculum,

instructional materials and system of assessment in the public schools.(3)An improved and

sustainable system for the education, development and management of teachers and (4) An

enhanced institutional capacity and management for efficient delivery of education 

Education  Sector  Development  Project  in  Sri  Lanka  (2006)  36  support  the

country’s education sector by promoting equitable access to basic education and secondary

education. The project is organized according to four themes. (1) Promotion of equitable

access to basic and secondary education, upgrading the net work of public school to ease

geographical constraints to equitable access to high quality basic and secondary education.

(2)  Improving the  quality  of  education  (3)  Enhancing the  economic  efficiency  and of

quality  55  resource  allocation,  to  improve  relevant  school  level  administration  and
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organizational capacity. Asian Development Bank approved US 30 million loan to help

improve the quality of the secondary education in Nepal. The project aims at also making

schools more accessible to girls and boys from disadvantaged families. The project has

four components. More access to improved learning environment, particularly for girls,

ethnic  minorities,  and  other  disadvantaged  groups  a  better  curriculum  instructional

materials and system of assessment in public schools an improved and sustainable system

for the education , development, and management of teachers an enhanced institutional

capacity and management for efficient delivery of education.

Villalobas  -  Maclsaac,  Margaret  Isabel  (2002) Principals  as  leaders  and

managers of selected after-school programs in California.  

To identify and describe the leadership and management behaviours principals used

to develop and implement a successful after-school program.

Principals involved others in the creation of a vision for the after school program

that inspired and motivated others. Principals modelled the way for staff to work together

to create opportunities for students to achieve. They built the capacity of their staffs to

communicate, cooperate and learn from one another. Principals collaborated with regular

and  after-school  staffs  to  make  decisions  about  students  and  the  program.  Principals

created a shared ownership for the after-school program among regular and after school

staffs.

Pellegrino,  Thomas Christopher  (2003) An empirical  study of  student  affairs

administrators at four year colleges and universities in Connecticut and Massachusetts.  

The present study found outs that  : (i) Student affairs administrators (SAA) who 

are able to use a fully balanced leadership frame approach are more effective managers of 

time then are SAAs who use only one or two leadership frames. (ii)  Senior level SAAs 
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utilize the political leadership frame to a greater degree than do entry level SAAs.  (iii) 

Male and female SAAs do not differ with respect to either time management effectiveness 

or utilization of the four leadership frames tested by the LOS. (iv) SAAs among different 

job levels did not differ with reference to their time management effectiveness. 

Roul (2007) in his study on teachers of autonomous and non-autonomous colleges

found that teachers of autonomous colleges were more effective than the teachers of non-

autonomous colleges and the organizational  climate  of  autonomous colleges  was more

effective than that of non-autonomous colleges.  He found that  teachers in autonomous

colleges got more freedom in all respects including curriculum framing, flexibility in the

academic reforms. On the other hand, teachers of non-autonomous colleges were burdened

with more work: they faced interfaces from principals and management in their work and

so on. This hampered creative thinking.

Krishnan (2007) in a paper entitled “Impact of Transformational Leadership and

Leader’s Power on Follower’s Duty-Orientation and Spirituality” showed that the complex

environments that business organizations face today and the rapid change that has become

a  part  of  life  for  many  organizations  highlight  the  importance  of  transformational

leadership for effective management of organizations. This study addresses the relationship

between transformational leadership and followers’ spirituality, both directly and indirectly

through Karma-Yoga. In addition to addressing the real needs of followers in terms of

enhancing  their  oneness,  transformational  leadership  also  addresses  the  goals  of

organizations by enhancing followers’ duty-orientation. Thus, transformational leadership

effectively blends the goals of both followers and organizations. This study also provides

initial support for the role of leader’s power in enhancing transformational leadership.

Pounder  (2008) in  a  Hong  Kong  study  examined  the  effect  on  undergraduate

business students of university business school instructors’ exhibiting a transformational
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leadership  style  in  the  classroom.  Transformational  leadership  is  one  of  the  central

concepts  in  management,  and  research  has  indicated  that  a  positive  association  exists

between this style of leadership and desirable leadership outcomes. The author examined

this  relation  in  a  university  classroom  context,  and  the  results  indicated  that

transformational  classroom leadership  was  significantly  and  positively  associated  with

desirable classroom leadership outcomes such as extra effort. 

Sodoma and  Else  (2009) examined  the  job  satisfaction  of  Iowa  public  school

principals and contrast  the job satisfaction to the perceptions six years previously.  The

population  for  the  1999  and 2005  study was  a  sample  of  principals  from Iowa K-12

schools. The study revealed significant differences in overall job satisfaction, in gender of

the  principals,  years  served  as  a  principal,  and  type  of  schools  in  both  studies.  No

significant  differences  were  found  for  years  served  in  present  position.  The  results

indicated that principals were overall more satisfied in the 2005 than they were in 1999.

The findings confirmed that principals spent more time on the management of their schools

than on leadership tasks. Principals were more satisfied with hygiene factors than with

motivators in both studies.

Maforah (2010) investigated the factors that affect the job satisfaction of principals

of previously disadvantaged secondary schools in the North West Province.  Data were

collected from a purposefully selected sample of 30 principals. The results indicated that

the factors that enhanced the job satisfaction of the selected principals related to the nature

of their work in the sense that it was stimulating, important and varied. Their interpersonal

relationships  were  also  gratifying.  These  relationships  referred  to  cooperative  staff,

appreciative colleagues  and supervisors,  well-behaved learners,  and supportive  parents.

Specific factors also brought about job dissatisfaction. In particular, the majority of the

principals  were  frustrated  with  poor  management  on  the  part  of  the  Department  of
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Education. This was linked to a lack of autonomy of the principals, excessive bureaucracy,

and poor policies.  The principals believed that these policies exacerbated the problems

they already had with ill-disciplined learners,  the poor work ethics of some educators,

unsatisfactory matriculation results, pitiable physical working conditions, and uninvolved

parents.

Kumari  (2010) investigated  job  satisfaction  and  administrative  problems  of

secondary  school  head masters;  sample  consists  of  around 200 secondary  school  head

masters. Data were analysed with percentages, coefficient of correlation, significance of

difference between two means-critical ratio, fisher-z function, critical ratio, chi-square test

of association. Findings revealed that secondary school head masters differ in levels of job

satisfaction.  In job satisfaction of secondary school head masters sex, locality makes a

significant  difference,  where  as  age,  academic,  qualifications,  type  of  management,

experience  and  medium do  not  make  a  significant  difference.  There  is  no  significant

relationship between adjustment and job satisfaction of secondary school head masters. In

the relationship between adjustment and job satisfaction all the variables considered i.e.

sex, age, academic qualifications, locality, type of management, experience and medium

do not make a significant relationship.

Basavaraj  (2013) conducted  a  study  on  administrative  behaviour  and  job

satisfaction of secondary school heads.  63 secondary school headmasters were selected

using random sampling technique. The administrative behaviour scale and job satisfaction

scale  were  used.  Pearson  product  moment  correlation,  t-test,  ANOVA,  and  linear

regression analysis  were  used  for  statistical  analysis.  Findings  revealed  that,  male  and

female headmasters differ significantly in respect of their job satisfaction, but these two

groups do not differ significantly in respect of their administrative behaviour. Urban and

Rural headmasters differ significantly in respect of their  job satisfaction,  but these two
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groups do not differ significantly in respect of their administrative behaviour.1-5 and 6+

years experienced heads differ significantly in respect of their job satisfaction, but these

two groups do not differ significantly in respect of their administrative behaviour. Post-

graduate  and  undergraduate  heads  do  not  differ  significantly  in  respect  of  their  job

satisfaction and administrative behaviour. Headmasters working in government, aided and

unaided  schools  are  differ  significantly  in  respect  of  their  job  satisfaction  and

administrative behaviour.  Headmasters with age groups 30-40 and 51 and above differ

significantly in respect of their job satisfaction and administrative behaviour. There is a

positive and significant relationship between administrative behaviour and job satisfaction

of all the heads of secondary schools. The secondary school heads working in rural and

urban  area  and  in  government  and  private  management  do  not  differ  significantly  in

respect of their job satisfaction

Ozel and  Baser (2015) determined the job satisfaction level  of  primary school

principals.  Independent  variables  of  the  study were gender,  age,  seniority,  duration  on

management task, level of education, professional union membership, having any prize on

management and school location (city centre, county or village).The descriptive survey

method  has  been  selected  in  order  to  answer  the  research  questions.  338  principals

constituted the sample. The data was collected by Minnesota Satisfaction Questionnaire

and “personal information form”. The data was analysed by employing independent t-test

and one-way ANOVA. Findings  indicated that  the overall  job satisfaction level  of  the

school principals is in the “fairly satisfied” range (N: 198, X=3.64). A “highly satisfied”

rating  was  assigned  for  job  satisfaction  by  15.15  % of  the  school  principals.  “Fairly

satisfied”  group’s  mean  is  3.83  and  its  percentage  is  established  50  % of  the  whole

respondents.  “Little  satisfied”  principals’  group  has  3.03  arithmetic  mean  and  its

percentage is  31%. Only 3.54 % of  the respondents  expressed some degree of  overall

dissatisfaction  with  their  jobs.  Analyses  yielded  no  significant  differences  among  job
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satisfaction  scores  of  the  respondents  in  regard  to  gender,  age,  seniority,  duration  in

management task, level of education, professional union membership, having prize or not

on management. However, there was a significant difference among the principals’ job

satisfaction levels  in  terms of  the  school  location.  When the location of  school  where

principals works shift from the city centre to rural areas, their job satisfaction levels tend to

decrease. The principals working for the schools in the city centre have the higher job

satisfaction than the principals working for the schools located in the counties and villages.

The  least  job  satisfaction  level  was  found  in  the  group  which  works  in  the  villages’

schools.

Samy and Cook (2015) tried to measure the level of effectiveness as perceived by

their communities, educational institutions by using the Quality Effectiveness Index (QEI)

on  eight  quality  management  dimensions.  This  study  sought  to  investigate  such  a

measurement  in  relation  to  a  Liverpool  college’s  perceptions  of  school  effectiveness

through the Quality Situation Assessment Instrument (QSAI). The instruments used in this

research were based on the tenets of Malcolm Baldrige. The QSAI is a modified version

that has applied an additional dimension, namely that of Student Outcomes to the original

Baldrige award criteria. This QSAI will assess the perceptions of current and ideal school

improvement issues in the selected sample of this case study school. The responses will be

analyzed via the Quality Effectiveness Index (QEI), which measures the perceptions of

respondents. One of the findings indicated that it is an effective self-evaluation tool as the

report to the school complements the views expressed by the college’s OFSTED report. 

2.4  Studies Related to School Management and Administration 

Sankaranaraya Iyer (1958) conducted an investigation into the problems of high

school governance.  The major findings were the following : (i) Not adequate and well-

defined objectives in secondary education. (ii) Strength of higher secondary school could
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be reduced to 500 to 600. (iii) Deputy headmasters should be appointed. (iv) headmasters

should aim at co-operative planning and sharing responsibility with members of the staff.

(v) Teachers selection is not proper. (vi) Raising the status of teachers is required. (vii)

Continued absence of teachers is a great problem (viii) Adolescent problems of students

and  the  political  interference  among  students  are  major  problems.  (ix)  Lack  of

infrastructural facilities like lack of urinal, lab, library, playground, classroom, etc., are

great problems. (x) Improper functioning of PTA is also a major problem in the good

governance of high schools.

Joshi (1967) carried out an investigation into the administrative difficulties found

by the heads of higher secondary schools of Indore region.  The major findings were : (i)

No definite departmental prescription on academic or professional qualification essential

for the promotion to the post of principal of the higher secondary schools. (ii) Lack of

concepts of education administration with democratic background of the country.   (iii)

Principals  have  administrative  difficulties  due  to  over-crowding  class,  inadequate

infrastructure, lack of teaching and non-teaching staff. (iv) Lack of public co-operation is

also a major problem. (v) Difference was found in the difficulties faced by rural and urban

school principals and also with government and aided school principals.       

Dassapan  (1973)  conducted  a  study  on  the  powers  and  functions  of  the

headmasters of high schools in Kerala.  The major findings were : (i) Headmasters of high

schools are administration and supervision of the school. (ii) In the present set up, they are

not able to perform their functions satisfactorily with the powers delegated to them for the

administration  of  education  as  well  as  supervision  of  their  school.  (iii)  Office  work,

consumes the major portion of their duty time and hence enough time is not available for

supervision  of  the  teaching-learning  process.   (iv)  The  moderate  workload  to  the

headmaster is a great problem for them. (v) A majority of the heads of schools suffer very
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much due to lack of knowledge in administration and academic matters. (vi) headmasters

are not satisfied with the existing scale of pay, which is considered low. (vii) indiscipline

among students is one of the major problems faced by heads of schools in discharging their

duties.

Thomas  (1973) conducted  an  investigation  on  the  problems  experienced  by

headmasters  of  primary and upper  primary  schools  in  Neyattinkara Education District.

The major findings were the private schools are better than government schools in the

adequacy of compound area.  Headmasters of most of government schools, private lower

primary  schools,  school  in  the  rural  areas  with  strength  of  1000  are  experiencing

difficulties to provide playground and a school garden in their schools. Accommodation

facilities in school building are inadequate in government upper primary and primary and

lower primary schools with largest strength of pupils.  The headmasters of government

school experience the difficulties due to the shortage of classrooms while the headmasters

of private schools do not experience this problem.  They also experience difficulties due to

the lack of furniture and equipments, lack of urinal and latrine facilities to a great extent in

government schools.  Only 51 per cent of schools has office rooms, 19 per cent has staff

room and  only  7  private  upper  primary  schools  have  library  facilities.  Another  major

finding was that the headmasters are not getting adequate co-operation from the teachers of

schools with largest strength, 33 per cent of schools have experienced students indiscipline

problems.  The headmasters of upper primary schools of government and private with

largest strength of pupils have to be face difficulties from the public on certain occasions. 

Raj  (1975) Survey  on Management  and  Administration  of  Education  in  Tamil

Nadu.   The  objective  of  the  study  was  to  review the  current  situation  in  educational

management and administration in relation to (i) the administration of school education at

the department, district and village level, (ii) the management of technical, college and
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university  education  at  the  headquarters  and  college  level,  (iii)  the  management  of

education and science research programs and means of activating the State Institute of

Education, (iv) the system of grant-in-aid and subsidies administered by the secretaries of

education,  health,  agriculture  and  labour  departments  as  set  forth  in  the  statutes  and

government orders and the sharing of educational expenditure between government and

local bodies, and (vi) the machinery for planning and coordination of education in the state.

The  findings  of  the  study  were:  1.  The  department  of  education  was  broadly

divided into two directorates, the directorate of school education and the directorate of

college education. While both directors of the directorates were paid the same salary, the

workload and responsibilities of the director of school education were very heavy.  2. The

power of decision making was highly centralized in the education department,  the real

decision-makers being the two directors of education and the secretary to the government.

3.  The  head  office  was  tied  down  with  very  heavy  paper-work.  Consequently,  the

management  functions,  namely  planning,  organizing,  coordinating  and  control  were

ignored. 4. The senior officers of the department had to carry a large number of files home

due  to  excessive  paper-work  which  interfered  with  their  family  life.  5.  Staff  and line

functions were not clearly demarcated and job had not been clearly defined. 6. Hierarchical

promotions  were  based  on  length  of  service  and  seniority,  with  the  result  that  senior

positions  were  manned  by  persons  who  had  neither  capability  nor  imagination.  7.

Executive  positions  were  often  given  to  academics  without  any  special  training  being

imparted to them. 8. The structure of organization had not changed to meet environmental

needs. 9. Internal and external coordination with other educational agencies of the state

was  lacking.  10.  There  were  a  number  of  committees  to  lay  down  guidelines  the

management of education but none of the committees ever met.  
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Panda (1975) conducted a study on administrative behaviour of headmasters.   The

major  findings  were  :  headmasters  in  their  administrative  behaviours  were  more  self-

oriented, authoritarian traditional, academically apathetic and repeating on the one hand

and less outcome oriented and less  permissive on the  other.   The ideal  administrative

behaviour  was  others  oriented  outcomes,  permissive  co-operation,  constructive  and

adoptive and the least desired traits were authoritarian, academically apathetic.  The heads

of  urban  schools  were  more  adaptable  and  outcome  oriented  and  effective  in

communication and less rejecting the rural. 

Rajan (1980)  conducted a  study of  the functions  and powers  f  headmasters  of

Unaided Recognized Secondary Schools in Kerala.  The major findings were : (i) The level

of functioning of an unaided school is very high and the level is evaluated from the results,

they have produced. (ii) The heads of unaided schools are responsible to Government for

the administration and supervision of the school. (iii) The volume of work to be attended

by the heads of unaided schools is very high. (iv) The heads of unaided schools are highly

qualified, properly trained and vested with adequate authority. (v) The heads of unaided

schools must be counted on par with the heads of aided schools in all matters including

remuneration.  (vi)  The  credit  for  better  level  of  functioning  of  the  unaided  schools

obviously goes to the headmasters. 

Sumar (1982) conducted a study on the administrative and the academic constraint

experienced by the heads of schools in Trivandrum Revenue District.  The major findings

were :  lack of cooperation among teachers  and the trade union attitude of the teaches

creates a lot of problems to the headmasters.  The teachers also have lack of sincerity.  The

headmasters  are  not  getting  adequate  cooperation  from  parents  especially  from  PTA.

Public  nuisances  like  use  of  loud  speakers  and  drunkards  are  quite  problematic  to

headmasters.  The headmasters should seek the help and full cooperation of his assistants
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in a tactual manner.  Powers should be decentralized and headmaster should entrust his

assistants with more responsibilities.  The total number of class divisions may not exceed

50 and total number of students 1000.

Baruah  (1983) conducted  a  critical  study  on  the  administration  of  secondary

school of Assam in post-independence period (1947-1977).  The main purpose of the study

was to  investigate the  condition of  educational  administration of  secondary schools  of

Assam in post-independence period and to find out its defects and drawbacks if any.  The

major findings were : conditions of secondary schools were not satisfactory.  There were

various defects and drawbacks in the administration of secondary schools.  One of the

main  defects  was  the  concentration  of  powers  and  authority  in  the  heads  of  the

administrative hierarch of the education department.  The head did not posses powers and

authority as the actual administrators.   

 
Das  (1985) made  a  study  of  administrative  behaviour  of  secondary  school

principals  in  relation  to  selected  school  variables.    The  major  findings  were  :  the

secondary  school  principals  were  moderately  effective  in  their  performance  of

administrative  tasks.   The  teachers  manifested  most  favourable  attitudes  towards

supervisory  relations  as  compared  to  administrative  policies,  support  staff  relations,

workload and student evaluation practices.  There was no significant difference between

the relationship of principal administrative behaviour and the climate of their schools.  

Fernandez  (1990) A study of  the  psychological  aspects  of  human relations  in

educational  administration  of  heads  of  schools.  The  study  explores  the  influence  of

psychological  factors  like  the  headmasters�  ego  status,  basic  assumptions  about  the

motivation  for  work  on  the  part  of  teachers,  the  organizational  climate  and  on  the

headmasters�  sharing and shouldering of administrative responsibilities.
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Objectives : 1. To identify the pattern of distribution of the grades of human relations in

school  administration  in  terms  of  the  relative  degree  of  sharing  and  shouldering  of

administrative tasks and responsibilities. 2. To explore the relationship between the grades

of human relations on the one hand and (a) the headmasters�  / headmistress�  ego status. (b)

his / her mode of thinking. (i.e. logical or intuitive) (c) his or her basic assumptions about

the motivation for work on the part of teachers. (d) the organizational climate, on the other.

Major findings : The pattern of distribution of grades of human relations in terms of the

relative degree of sharing of responsibility was not normal; it was very skewed, i.e. there

was a heavier concentration in the high and the moderate sharing groups as compared to

the low sharing one.  A higher score on sharing practice was associated with a higher score

on  perception  of  intrinsic  work  motivation.   Sharing  practice  and  cognitive  style  of

thinking  were  not  related.  Sharing  practice  and  ego  states  were  not  related.  Sharing

practice  was  not  related  to  the  following  dimensions  of  organizational  climate:

disengagement,  hindrance,  espirit,  and intimacy behaviour of teachers (as perceived by

senior teachers) and to aloofness, thrust and consideration behaviour of heads of schools.

(DRG 0094).

Upasani, Chaudhury, Deshpande, Despande and Katre (1991) A study of some

models of efficient and inefficient administration and management at the secondary school

level in Pune District.   This study aims to identify the correlates of effectiveness of a

headmaster  and  to  locate  models  of  efficient  and  inefficient  administration  and

management at the secondary level. 

Objectives :  1. To survey the present practices of administration and management in the

secondary schools of Pune district.  2. To study the various aspects of administration and

management with a view to identifying the correlates of effectiveness of a headmaster.  3.

To locate the models of efficient and inefficient administration and management in the
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secondary schools of Pune district.  4. To study the leadership behaviour of the headmaster

and the organizational climate of the school of some efficient and inefficient models. 

Major Findings : 1. A significant difference was found between efficient and inefficient

schools on the scores obtained for the following aspects of the headmaster questionnaire.

a) Planning and implementation of curricular and co-curricular activities. b) Scholastic and

other  achievement  of  students.  c)  Efficiency  and  enrichment  of  teaching  staff.  d)

Administration. e) Relationship with the community.   2. Three typical examples of the

findings from the case studies were discussed. All indicated a discrepancy in the perception

of teachers and headmasters regarding organizational climate and leadership style. Also,

what  was  stated  personally  in  the  interview  differed  from  the  findings.   3.  The

organizational climate varied from open to closed to autonomous. Yet all the three kinds of

schools were identified as  efficient.  The correlates  of efficiency of  a  headmaster  were

found  to  be  planning,  implementation  of  curricular  and  co-curricular  activities,  good

relationship with the staff and the community, and provision of extra facilities for students

(KC 0079). 

Beenakumari  (1994)  conducted  a  study  on  the  problems  experienced  by

headmasters in the implementation of innovations in primary school education.  The major

findings were : (i) Physical infrastructure is very less. (ii) Most of the urban headmasters

have higher qualifications than that of rural headmasters. (iii) Headmasters face constrains

in areas like curriculum, teaching-learning, evaluation, planning and administration. (iv)

The textbook’s prices are very high and the poor students suffer a lot. (v) Overload of

headmasters. (vi) Parental interference is more. (vii) Lack of non-teaching staff makes the

teachers  do  the  clerical  work.  (viii)  Lack of  library  facilities  including books,  papers,

periodicals, etc. (ix) Improper use of audio-visual teaching aids. (x) Most of the schools

lack sufficient co-curricular activities and extra-curricular activities. 
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Patil (1994) attempted to seek the administrative behaviour of secondary school

head  teachers.  The  sample  comprised  of  212  teachers  and  54  head  teachers  from 54

secondary schools of Belgaum Division in Karnataka.

Findings:  (1) School head teachers were not appointed on the basis of their leadership

competences though they were in prominent positions to exercise authority and expertise in

the management and leadership of school affair.  (2) Head teachers’ behaviour was not

conducive to high morale and open climate. (3) Most of the head teachers were neglecting

their responsibilities and their lines of communications were almost closed. 

Leithwood  (1996) conducted  a  national  survey  on  the  status  of  school

administration. It was found that most preparation programmes concentrated on procedural

issues rather than on ethics and leadership issues. He suggested that these programmes

contributed significantly to leadership as actually practiced in schools. Leaders must realise

that this environment of caring and understanding environment is essential for an effective

workplace.

Padnekar (1998) conducted a critical study of the exercise of responsibilities of the

heads of different types of schools.  The heads of different types of schools do not differ in

their  perceptions  of  exercise  of  responsibilities.   But  the study shows that  the  type of

management of the school does have an influence on the teacher’s perception of exercise

of responsibilities by heads.  The study shows that there is a significant difference in the

perception of responsibilities of heads and teachers.  Also the heads consistently perceived

themselves to be having a higher level of exercise of responsibilities in comparison with

the teachers. 

Manulal (2003) conducted a comprehensive study of problems of heads of higher

secondary schools affiliated to CBSE and Kerala State Board in Kollam district, Kerala.
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The major findings were that  no significant difference between the problems faced by

heads  of  higher  secondary  schools  affiliated  to  CBSE and Kerala  State  Board  in  any

dimensions of problems.  This does not mean that there are no problems to the heads of

higher secondary schools.  Though this study the researcher has carried out a comparative

study  in  which  a  relative  difference  has  observed  between  the  problems  of  higher

secondary schools affiliated to CBSE and Kerala State Board and they face more or less

the same degree of problems due to all dimensions.  They are as follows : (i) In all five

dimensions of problems i.e., personal, management and government, infrastructural, staff

and students, and parents and community, the heads of higher secondary schools affiliated

to Kerala State Board are facing more problems than those affiliated to CBSE. (ii) Also it

has been observed that in all five dimensions of problems the heads of higher secondary

schools, which are aided, are facing less problems than that of heads of higher secondary

schools managed by government.  But in all, less problems are faced by the heads of higher

secondary schools affiliated to CBSE.

Clement (2010) examined female principal leadership practices that are considered

crucial  in  the  effectiveness  and  improvement  of  schools  and  school  administration  in

Ghanaian junior high schools. Five principals of junior high schools were interviewed,

their  schools  observed over  a  period of  three  months,  and schools’  records  examined.

Findings  revealed  that  the  schools  had  shared  visions  and  missions  that  were  well

articulated  by  the  principals  and  other  stakeholders.  The  principals  created  a  work

environment that encouraged creative thinking; designed and implemented new and cutting

edge programs; and challenged the status quo

Kain  (2010) attempted  to  look  into  certain  factors,  which  believed  to  have

significant impact on the effective administration of a school. The various independent

variables were used to find out the efficiency of the head of the schools for the visually
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impaired children with the level of efficiency of the heads as administrators and as teachers

like  qualification,  experience  in  disability  and  non-disability  area,  teachers  strength,

disability of the heads, locality of the schools, management of the schools etc. Statistical

techniques like t-test,  and coefficient of correlation were used to analyse the data. The

schools located in the states of Delhi, Haryana, Punjab, Uttar Pradesh, Himachal Pradesh

and Uttarakhand formed the sample. The findings indicated that, the heads who have post

graduate  degree  with  professional  degree  in  general  education  and  diploma in  special

education have better administrative skills as compare to those principals who have post-

graduate  degree  with  professional  qualification  in  special  education.  Heads  who  have

research background in the field with professional qualification in special education are

better administrator and have better administrative skills as compare to those heads who

have only post-graduate degree with professional qualification in the special education.

Heads  who  have  graduate  with  professional  diploma  in  special  education  are  better

teachers as compare to those principals who have post-graduate degree with post graduate

professional degree in special education or post-graduate professional degree in education

and  diploma  in  special  education.  Heads  who  have  more  experiences  are  better

administrators and teachers in the field of disability. The heads who have more number of

teachers in schools for visually impaired children improved the efficiency of the heads as

administrators and teachers. The heads who were working in the government organisations

were  more  efficient  in  administrative  skills  as  compare  to  those  principals  who  were

working  in  the  non-governmental  organisations.  This  study  inferred  that,  the  head  of

schools for children with visual impairment having qualifications in the field of special

education as well as general education and also research degrees were better administrators

and better teachers.

Kelechukwu  (2011) investigated  the  administrative  roles  of  private  secondary

school  Principals.  Sample  of  616  respondents  was  chosen  from group  of  teachers  of
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schools. A 35-items questionnaire on principal administrative tasks performance evaluation

question (PATPEQ) which was based on Likert’s 4-point scale-Highly Effective, Effective,

Moderately Effective and Not Effective was used. The result revealed that principals were

moderately effective in financial and school business administration, students’ personnel

administration, staff personnel administration, instruction and curriculum development and

in general tasks. The principals were effective in school community relation and they were

not effective in school plants.

Oluwadare (2011) investigated the administrative competency needs of principals

for effective schools administration at secondary school level in South West Geo-Political

Zone of Nigeria. Principal Administrative Skills Survey Questionnaire (PASSQ) was used

to obtain information through a 30 items questionnaire on instructional skills, personnel

management skills and financial skills needed by principals for effective administration.

The  findings  revealed  that  the  instructional  leadership  skills  needed  by  principals  for

effective schools’ administration include among others: principal cooperating with teachers

to define objectives, principal providing facilities, supervising lesson plans, teaching and

learning activities, evaluating curriculum plan and implementation. The major personnel

management skills needed by principals for effective schools’ administration are: principal

motivating staff, encouraging staff professional development, communicating affectively

with  staff,  resolving  conflicts.  The  financial  management  skills  principals  needed  for

effective schools’ administration among others include: principal preparing budget jointly

with the management staff,  sourcing for  funds,  keeping accurate financial  information,

giving true and fair financial position of the school.

Akomolafe (2012) compared the principals’ administrative effectiveness in public

and private  secondary schools.  The population consists  of  teachers  in  both public  and

private  schools.  A  sample  of  295  subjects  were  sampled,  191  subjects  from  public
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institutions,  104  subjects  from  private  institutions.  Data  were  gathered  using  a

questionnaire  titled  “principals’  administrative  effectiveness  in  secondary  schools

(PAESS).  The  findings  revealed  that  there  was  moderate  level  of  administrative

effectiveness in public schools while there was high level of administrative effectiveness in

private secondary schools. Schools with high level of administrative effectiveness manifest

high level of discipline.

Jamil,  Ramzan,  Atta,  Younis,  Kareem, and  Jan  (2012) compared  the

effectiveness  of  male  and  female  Institutional  heads  working  in  different  secondary

schools  of  District  Dera  Ismail  Khan,  situated  in  the  south  of  Khyber  Pakhtunkhwa

province of Pakistan. Major areas of comparison remained precepts, leadership styles and

efficiency of  the  Institutional  heads,  perceived by the  teachers  appointed  in  respective

schools. Findings revealed that female Institutional heads prove to be comparatively better

administrators showing keen interest in institutional administration, motivating their team

for hard work and keeping coordinal relationship with staff and parents.

Vandana and  Punia (2013) attempted  to  study interactive  abilities  and human

resource effectiveness in their study on educational managers. The findings indicated that

educational  managers  are  well  aware  of  the  need  to  find  problems  and  setting  the

objectives before reaching at the solution through their effective implementation. Here in

the entire process of goal setting the interactive abilities of the administration has a great

role to  play.  In  fact  in  a  situation when everything seems to be  going out  of  control,

interactive abilities come alive in the reactions and decisions of those capable of crisis

management  leading  to  human  resource  effectiveness.  Thus,  the  ability  to  diagnose

problems created by rapid, complexity and conflict may require an interactive frame of

mind to achieve the best results meaning thereby that the term intuition does not denote

something contrary to reason, but something outside the province of reason.
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Besong (2015) compared the administrative efficiency of principals in public and

private secondary schools in Maroua. Thirty schools principals i.e. 15 from the public and

15 from the private sectors were used.  A questionnaire entitled; Comparative Study of

Administrative  Efficiency  in  Public  and Private  Secondary  Schools  Questionnaire  was

used to elicit information from the respondents. Mean and standard deviations and t-test

statistic were used for analysis. The result indicated that the public and private secondary

schools principals differed significantly in terms of the level of delegation of functions

motivation of staff, general rapport, aesthetics of school premises, management of funds

and administration procedures but did not differ in terms of supervision, enforcement of

rules and regulations, decision-making, organisation of meetings, supply of equipment and

protection of school property.

2.5  Studies Related to Managerial Roles

Nasreen (1956) conducted a study to investigate principals leadership behaviour in

teachers self-concept, job satisfaction and some other characteristics at secondary school

level.  The major findings were : High desirable behaviour of the principals generated a

higher degree of conformity and normalcy in the teachers while low desirable leadership

behaviour of principals caused a low degree of conformity and normalcy in them.  The

initiating structure and consideration, style of principals’ leadership behaviour was found

to be significantly related with teachers’ job satisfaction.  The rural, urban location of the

schools was not related to the teacher’s perceptions of the principals’ leadership behaviour.

Mahajan (1970)  conducted a study on the supervisory role of the principals of

Delhi schools.  The major findings were : (i) The principals in many cases prefer that

teachers  should  confine  themselves  to  the  use  of  chalk  and blackboard rather  than  be

enthusiastic to use models, albums and other teaching aids.  (ii) Principal teacher relations

on the whole have been satisfactory. (iii) Staff meetings, individual conference, orientation
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and induction as instrument to teacher’s growth and specific in-service education technique

like seminars, workshop at school level, find little place in school life.  (iv) Most of the

principals fail  to play an effective leadership role  in  the academic field in the schools

because  of  limitation  of  energy.  (v)  Lack  of  proper  knowledge  of  the  concept  of

supervision and cooperation from the teachers are also other contributory factors. (vi) The

principals confer that they have to play the policeman role and feel that despite their level

best efforts they cannot do much to improve the attitude of teachers. (vii) Diary checking is

given and important place in the supervisory role, but the leadership aspect of stimulating

teachers  to  improve  diary  writing  is  a  weak  feature.  (viii)  The  principals  fail  to  win

confidence of the teachers.

Singh (1978) conducted a study of leadership behaviour of heads of secondary

schools  in  Haryana.   The  objective  of  the  study  were  to  investigate  into  leadership

behaviour  of  the school  headmasters in  Haryana as described by their  teachers  and to

compare their leadership behaviour with some other professional teachers.  To explore the

relationship of variables such as personality factors, sex, age, teaching and administrative

experience with leadership.  

The major findings were : (i) The professional leadership, headmasters occupy the

third position on the leadership scale. (ii) The leadership behaviour of the heads was not

related to sex except on investigation in which women heads exceed men heads. (iii) The

leadership  behaviour  of  heads  was  not  significantly  related  to  their  administrative

experience. (iv) Leadership behaviour was not related to the age or academic qualification.

Patel  (1983) conducted a study of  leadership behaviour  of  principals of  higher

secondary schools of Gujarat State.   The major findings were : The morale of teacher

increase when the actual leadership behaviour of the leader approximated.  The desired
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behaviour  professional  qualities were significantly correlated with values,  attitudes and

motivation.

Gaur (1984)  made a comparative study of role of heads of the Department and

college teachers in the Universities of Rajasthan.  The major findings of the study were :

Both the conceived and the perceived roles of heads and teachers regarding coordination of

department activities were satisfactory. The same was the case regarding leadership quality

also.         

Losak,  et  al.,  (1994) conducted  a  study  on  total  quality  management  and

institutional effectiveness : synergy through congruence.  The study provides a framework

for an institutional self study integrating total quality management (TQM) and institutional

effectiveness (IE) models within the context of standards of the Southern Association of

Colleges  and  Schools.   It  highlights  the  common  dimensions  in  general  management

principles between TQM and IE and the strategies for handling differences or areas of

uniqueness in their approached and philosophies.  A TQM/E model is presented with in a

work flow context that covers the setting of priorities, decision and policy making and

development  of  benchmarks  for  interpreting  standards,  synchronizing  work,  obtaining

feedback for evaluation, and crafting formats for communication and reporting.  Problem

analysis, performance, and support and enabling processes are discussed as well  as the

existing barriers  to  TQM, such as  the  costs  associated  with installing TQM within an

organization  and  the  problems  associated  with  implementing  TQM  recommendations,

including psychological barrier. 

Machado (1996) conducted a comparative study of role perceptions of manages of

education.   The  major  findings  were  :  There  is  a  significant  difference  in  the  role

perception of managers at the primary, secondary, junior college and degree college level

and also they have significantly higher role perceptions as managers, leaders, supervisors
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and as an administrator in comparison with educational managers of the departments of

P.G. studies.  On the basis of different types of management among managers, there is a

significant  difference  in  the  role  perception  of  total  managers  and  as  leaders  and

administrators.   There is  no relationship between the role  perception and self-rating of

education managers. 

Terrence Mech (1997) conducted a study on managerial roles of chief academic

officers.   The findings  of  the  study is  that,  without  some appreciation  of  what  CAOs

actually  do  and  why  they  organize  their  lives  the  way  they  do,  efforts  to  improve

leadership and managerial effectiveness are unlikely to be successful.  Efforts to improve

managerial  performance  fail  frequently  because  these  efforts  are  unrelated  to  real

organizations  and  the  conduct  of  managerial  life  within  them.   Because  academic

management  is  an  ambiguous  and  highly  intuitive  process,  a  better  understanding  of

managerial  behaviour  is  critical  to  improved  management.    Although  colleges  and

universities are central to American society, the study of their management is relatively

neglected.  Perhaps, if the managerial nature of the CAO’s job were better understood, the

high level of dissatisfaction and the frequent turnover among CAO’s could be reduced.

Besides  the  personal  anguish  that  frequent  job  changes  create,  excessive  turnover  is

disruptive to the organization and an inefficient use of scarce organizational resource.   

  
Mcinni’s William Dale (2002) conducted a study on the managerial roles of north

Carolina community college Chief Business Officers.  The findings of the study is given

below.  The investigator studied the managerial roles at organizational status of the CBOs

in the North Carolina Community College with a purpose better understanding how the

roles are performed by them.  This study is conceptually framed with the managerial roles

theory of Baker, which was based on the work of Henry Mintzberg. 
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The major finding was that Baker’s management model are having three categories

and which  are  divided in  the  further  roles.   They  are  leadership  roles  consist  of  role

visionary, motivator, task giver, Liasion and Ambassador.  The researcher proposed roles

for CBO under leadership roles are visionary, delegator/worker, motivator, construction

liaison,  liaison  and  spokesman.   Second  category  of  roles  in  the  Baker’s  model  is

informational roles and the roles under the same category are Disseminator, Monitor and

Advocate.   The corresponding proposed by the researcher under the same category are

advisor,  clearing  house,  monitor  and  advocate.   And  the  last  and  final  category  of

managerial roles in Baker’s model is decisional roles.  The roles comes under this category

are  change  agent,  disturbance  handler,  resource  allocator  and  negotiator.   And  the

corresponding roles proposed by researcher are change agent, problem solver,  resource

manage and negotiator. 

Steven Bray and Lawrence Brawley (2016) conducted a study on role efficacy,

role clarity, and role performance effectiveness.  The main purpose of the study was to

examine role clarity as a moderator of the roles performance relationship.  Major finding :

There is an influence of roles efficacy and roles performance.  On the basis of Bandura’s

theorizing,  it  was hypothesis  efficacy should be a  good predictor of roles performance

effectiveness only under roles clarity.  Individuals reporting higher roles clarity were more

efficacy than  those with lower roles  clarity.   Consistent  with  hypotheses,  roles  clarity

model prospective relationship between roles efficacy and roles performance effectiveness

in the direction for offensive roles functions.  Individuals who reported higher roles clarity

any role efficacy have performed better than those with lower role clarity.   

2.6  Synthesis of Studies Related to – Education Management ; School Management
and Administration ; Managerial Roles  

On review of related research work on the studies on Educational management it is

found that – Karmyogi (1947) found that 60% of the schools lack adequate facilities also

69



methods of promotions were not scientific. Shelton (1965) found most of the Principals

have to face no major problems in that country.  Handoff (1966) found elementary schools

Principals had social and political problems to be tackled in schools in big cities.  Rao

(1968) presents a vivid and pathetic picture of the schools.  

Wall (1970) found that the effective principles were also perceived by teachers, as

having  consideration,  optimism  and  honesty.   Mahur  (1971)  found  that  the  basic

administration arrangement and planning techniques etc.,  are inadequate.  Kirby (1972)

found that teachers viewed praise as a positive effective influence strategy.  Blase (1991)

found that the teachers point of view, the everyday strategies that effective principals are to

motivates, influence and empower teachers.  Balse, Joseph and Robertjo (1994) found that

strategy orientations of effective principals had positive impact on teachers work.

An  assessment  of  the  findings  of  the  studies  on  school  management  and

administration  reveal  the  following  –  Sankaranarayanan  Iyer  (1958)  found  that

Headmasters should aim at cooperative planning and sharing responsibility with members

of the staff. Joshi (1967) the findings were Principals have administrative difficulties due

to overcrowding class, inadequate infrastructure, lack of teaching and non teaching staff.

Dassapan (1973) found that headmasters of high schools are responsible to government for

the administration and supervision of the school and indiscipline among the students are

one of the major problems faced by Heads of schools in discharging their duties.  Thomas

(1973)  found the  private  schools  are  better  than  government  schools.   Also  all  heads

experiencing in adequacy of play ground and a school garden in their schools.  

Panda (1975) found the Headmasters in their administrative behaviour were more

self-oriented,  authoritarian, traditional,  academically apathetic and repeating on the one

hand and less outcome oriented and less permissive on the other.  Rajan (1980) the study
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revealed that the level of functioning of an unaided school is very high and the Headmaster

have the credit for better level of functioning of the unaided schools. 

Sumar (1982) found lack of cooperation among the teachers and the trade union

attitude of the teachers creates a lot of problems to the Headmasters. Baruch (1983) found

that conditions of secondary schools were not satisfactory.  There were various defects and

drawbacks in the administration of secondary schools. Das (1985) found that the secondary

school principals were moderately effective in their performance of administrative tasks. 

Beenakumari  (1994)  found  that  Headmasters  face  constrains  in  the  areas  like

curriculum, teaching, learning, evaluation, planning and administration.  Padnekar (1998)

conducted a critical study of the exercise of responsibilities of heads of different types of

schools.   The  study  shows  that  the  type  of  management  of  the  school  does  have  an

influence on the teacher’s perception of exercise of responsibilities by heads.  Manulal

(2003) the major findings were the study shows no significant difference in between the

problems faced by heads of higher secondary schools affiliated to CBSE dimensions of

problems.

 On review of related research work on the studies on Managerial Roles it is found

that – Nasreen (1956) found that high desirable behaviour of the principals generated a

higher degree of conformity and normalcy in the teachers while low desirable leadership

behaviour of principles caused a low degree of conformity and normalcy in them. Patel

(1983) found that the morale of teacher increased when the actual leadership behaviour of

the leader approximated.  Gaur (1984) found that both the conceived and the perceived

roles  of  heads  and  teachers  regarding  co-ordination  of  department  activities  were

satisfactory.  The same was the case regarding leadership quality also. 
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Losak,  et  al.,  (1994)  found  that  the  existing  barriers  to  TQM  are  the  costs

associated with installation and implementing TQM recommendations.  Machado (1996)

found  that  there  is  a  significant  difference  in  the  role  perception  of  managers  at  the

primary, secondary, junior college and degree college level. Terrence Mech (1997) found

that managerial effectiveness are unlikely to be successful without appreciations.  

Mcinni’s William Dale (2002) found that the main categories of roles in Bakers’ –

and there researchers model on roles performance are same and differences mainly found

in the naming of the sub roles only.  Steven Bray and Lawrence Brawley (2002) found that

individuals who reported higher roles clarity and role efficacy have performed better than

those with lower clarity. 

2.7  An Overview  

An overall  review of the related studies revealed that  most  of the studies have

investigated  administrative  problems,  administrative  behaviour,  leadership  behaviour,

function and powers of the heads, role perception etc., and a very few researchers have

been conducted on the managerial roles performance.  Even though the managerial roles

performances of the heads are much important as far as the effectiveness of an institution is

concerned, not much study has been undertaken in this area.  To best of the knowledge of

the researcher, particularly studies in the area of managerial roles performance by heads

with a special emphasis on school education are not reported. 

The present  study has  its  specific  focus  on the managerial  role  performance of

secondary school headmasters on improving the school efficiency.
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CHAPTER – III 

CONCEPTUAL FRAMEWORK 

3.1  Introduction 

The theoretical component of the framework is built around Mintzberg’s taxonomy

of managerial roles.  The experimental component of the study is based on Researcher’s

taxonomy of managerial  roles.   The experimental  component  of  the study is  based on

Researcher’s own professional experience as a Principal (Head) of a School in Kerala.  The
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conceptual framework used in this study combines these two elements, using the existing

theory as the basis for the development of the categories developed in the findings, which

form a direct connection to the established theory.   The investigators own professional

experience was applied in forming the research questions and served as a lens to examine

and analyze the data in formulating the study’s findings and ultimate conclusions.  Figure –

1.1 graphically illustrates the conceptual framework used in this study.

Figure – 3.1 :  Graphic Representation of Conceptual Framework

Bensimon,  Neuman,  and  Birnbaum  (1989)  describe  how  “leadership  in  higher

education can be examined from the perspective of leadership theories and organizational

frames” in attempting to describe the managerial roles and institutional roles of the heads

of schools, a theoretical component of the framework is needed to provide boundaries and

focus for the research and its questions. 

3.2  Management – A Science or an Art

Whether management is a science or not or both, is a question of much important. 

Management as a Science 

What makes a discipline a Science ?  Should the discipline involve the use of a

laboratory and a lab coat in order to be called a science ?  Obviously not.  The hallmarks of
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a science are not the test tube or the lab coat.  Instead, they are implicit in the method of

inquiry used by a discipline for gathering the data.  We can call a discipline scientific, if its

i. Methods of inquiry are systematic and empirical ;

ii. Information can be ordered and analyzed ; and 

iii. Results are cumulative and communicable.

Being  systematic  means  being  orderly  and  unbiased.   The  attempt  to  gain

knowledge must be without taint of personal or other prejudgement.  Further, the inquiry

must be empirical and not merely an armchair speculation. 

On the basis of the above definition of science we may presume that management is

also a science.   But  since the work science is  used to denote two types of systematic

knowledge – natural or exact and behavioural or inexact, some more explanation of the

scientific nature of management is needed.  We must remember that management is not

like the exact or natural sciences (such as physics, chemistry etc).  We may, therefore,

place management in the category of a behavioural science. 

Management as an Art 

Whereas under “science” one normally learns the ‘why’ of a phenomenon, under

‘art’ one learns the ‘how’ of it.  Art is thus concerned with the understanding of how a

particular work can be accomplished.  Management in this sense is more an art.  It is the art

of getting things done through others in dynamic and mostly non-respective situations.

Whether it is a factory of a farm or a domestic kitchen, the resources of men, machine and

money have to be coordinated against several constraints to achieve given objectives in the

most  efficient  manner.   The  manager  has  to  constantly  analyse  the  existing  situation,

determine the objectives, seek alternatives, implement, coordinate,  control and evaluate

information and make decisions.  A theoretical body of lessons and principles which a

manager has learnt in a classroom will not secure for him the aimed result unless he has
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also the skill (or art) of applying such principles and body of knowledge to his special

problem.  Knowledge of management theory and principles is indeed a valuable aid and kit

of  the  manger  but  it  cannot  replace  his  other  managerial  skills  and  qualities.   This

knowledge has to be applied and practiced by the manager just as the medical or legal

practitioners practice their respective sciences.  In this sense, management is an art.  It is

like the art of a musician or the art of a painter who seeks to achieve the desired effect with

colour or instruments, but mainly with his own skill.

We  may  thus  conclude  that  management  involves  both  elements  –  those  of  a

science and an art.  While certain aspects of management make it a science, certain others

which involve application of skill make it an art. 

Management  - a Profession 

We have  seen  that  management  is  partly  an  art  and  partly  a  science.   Is  it  a

profession ?  Mcfarland gives the following characteristics of a profession :

i. Existence of an organized and systematic knowledge ; 

ii. Formalized methods of acquiring training and experience ;

iii. Existence of an association with professionalization as it goal ; 

iv. Existence of an ethical code to regulate the behaviour of the members

of the profession ; 

v. Charging of fees based on service, but with due regard for the priority

of service over the desire for monetary reward.         

Management, as well as know, does not possess all the above characteristics of a

profession.   Unlike  medicine  or  law,  management  does  not  have  any  fixed  norms  of

managerial  behaviour.  There is no uniform code of conduct or licensing of managers.

Further, the entry to managerial jobs is not restricted to individuals with a special academic

degree only.  The light of this analysis we can conclude that management cannot be called
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a  profession.   There  are,  however,  certain  unmistakable  trends  toward  the

professionalization of management.   For example,  it  is becoming increasingly essential

nowadays to acquire some professional knowledge or training. 

3.3  Levels of Management 

Although  all  managers  perform  the  same  functions  of  planning,  organizing,

directing and controlling, there are levels among them.  There are, in any organization, the

so-called first-line, middle and top managers.  The lower (or first-line) management group

is made up of foremen and white collar supervisors, men and women who are only one

step above the ranks and file.  Next comes middle management, a vast and diverse group

that  includes  sales  managers,  plant  managers,  personnel  managers  and  many  other

departmental heads.  Finally there is the top management consisting of the board chairman,

the company presidents, the executive vice-presidents i.e., the men who coordinate all the

specialities and make policies for the company as a whole.  The Heads of schools can be

considered as the middle level managers. 

3.4  Managerial Skills 

A skill is an individual’s ability to translate knowledge into action.  Hence, it is

manifested in  an individual’s  performance.   Skill  is  not  necessarily  inborn.   It  can be

developed through practice and through relating learning to one’s own personal experience

and background.  In order to be able to successfully discharge his roles, a manager should

possess three major skills.  These are : conceptual skills with things and human skill with

people.  While both conceptual and technical skills are needed for good decision-making,

human skill is necessary for a good leader. 

The conceptual skill refers to the ability of a manager to take a broad and farsighted

view of the organization and its future, his ability to think in abstract, his ability to analyze

the forces working in a situation, his creative and innovative ability and his ability to assess
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the environment and the changes taking place in it.  In short, it is ability to conceptualize

the environment, the organization, and his own job, so that he can set appropriate goals for

his organization, for himself and for his team.  

3.5  Challenges of Globalization of Education Faces by the Managers

The macro issues of global education are all about the relevance of education in a

21st century global context that presents us with many critical problems : climate change

depletion  of  natural  resources,  environmental  degradation,  population  growth,  aging,

migration, infectious diseases, rapidly developing technologies without societal safeguards,

increasing gaps between the haves and have-nots...., just to name a few.  None of these are

national or regional issues ; all are connected global problems seeking global solutions.

How are we getting along as fellow human beings ?  It seems that with the increasing

availability, affordability, and portability of weapons of mass destruction, we are quicker

than ever to revert to religious fundamentalism and radical nationalism, to wage wars, to

hate and kill.  It is a critical time for the people of the world to begin to listen to one

another, to become serious about understanding each other’s cultures and speaking each

other’s  languages  ;  to  demonstrate  an  attitude  and  sensitivity  that  embraces  diverse

opinions,  and to  acquire the ability  to  communicate across beliefs  and values,  beyond

political, geographical, and cultural boundaries.  Which means that, Today, an educated

person is an internationally educated person.  We as international education administrators

have the opportunity, and the responsibility, to produce global citizens who can deal with

the serious issues facing us in this century, for the stakes are high ; the future of humanity

is in our hands.

Another greater issue the globalization of education is facing today is that of lack of

standardization of education pattern globally.  Traditionally, European nations have had

their  own  peculiar  systems  of  education.   The  Bologna  Accord  creates  a  system  of
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comparable and understandable degrees through the European Union that is roughly based

on the North American system, with a 3 or 4 years Bachelor’s degree, a Master’s level of

study of 2 years, and a Ph.D. level beyond that. 

The  standardization  eventually  will  promote  student  mobility  among  different

institutions and nations.  It also implies a quality-assurance process that will ensure rigor,

and enable the European institutions to have common foci for higher education.

3.6  Mintzberg’s Managerial Roles 

The basis for the theoretical framework of this study is directly based on the earlier

work of Henry Mintzberg (Athens, 2000).  Mintzberg, through interviewing and observing

executives over an extended period of time, developed a model based on a total of ten

managerial roles, which he grouped into three categories.  This model has been used as a

framework for studying the behaviour of managers in higher education for almost 30 years

(Dill, 1984 ; Grover & Jeong, 1993 ; March, 1997 ; Moskowitz, 1986).

Prior to the Mintzberg model, the most prevalent view in describing managerial

work was developed from the work of Luther Glick,  who expanded Fayol’s five basic

managerial  functions,  namely  Planning,  Organizing,  Coordinating  Commanding  and

Controlling  into  the  famous  acronym  POSDCRB.   POSDCRB  stood  for  planning,

organizing, staffing, directing, coordinating, reporting, and budgeting.   This model was

highly influential in management research and writing, and became a factor in shaping

Drucker’s work on the role of planning in management (Drucker,  1974 ;  Yukl,  1994).

Drucker  (1954),  focusing  primarily  on  the  leader  and  decisional  duties  managers

performed, described as non-managerial much of what Mintzberg delineated as specific

managerial activity.  Merton (1957) felt that every position is associated with certain roles

and functions  that  reflect  expectations about  the position’s contributions to  operational

tasks  and  objectives.   Beal,  Bohlen,  and  Raudabaugh  (1962),  while  examining  group
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behaviour and dynamics, developed an extensive taxonomy of “group task roles” many of

which correlated to the broader, and less specific roles found in Mintzberg’s model.

Unlike the previous research, Mintzberg (1973) focused entirely on executives and

other managers, developing and understanding of their managerial roles through interviews

and long-term observations.  While many of the same concepts from earlier research are

found in Mintzberg’s taxonomy, his model presents the concepts of managerial roles in a

more holistic, and integrated model than those previously developed.

Interpersonal roles, informational roles, and decisional roles are the three primary

groups in the taxonomy (Mintzberg, 1973).   These are not segmented or isolated roles

disconnected from one another.  Mintzberg (1973) described the ten roles in these groups

forming a “gestalt  or integrated whole”,  in which one role cannot be removed without

losing coherency in the group of roles. All managers perform each role to some degree,

with  emphasis  and  priority  placed  on  some  roles  above  others  based  on  situational

variables.  Figure below shows the relationship between the three categories and the ten

managerial roles in Mintzberg’s model. 

Figure – 3.2 :  Mintzberg’s Managerial Roles
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In Mintzberg’s model, the interpersonal roles are derived from formal authority and

position, with informational roles developed from the use of the interpersonal roles, and

decisional roles built from informational roles.  While all of the ten managerial roles apply

to any manager or administrator to some degree, their relative importance varies dependent

on the type of position,  the size and structure of the organization,  and the values and

personality of the manager (Mintzberg, 1973 ; Mintzberg, 1979).  While these role are

“largely  predetermined by the  nature  of  the  managerial  position,  managers  have some

flexibility in the way each role is interpreted and enacted” (Yuki, 1994).  Examining each

of the groups and the specific roles in depth will describe more fully Mintzberg’s theory on

manager behaviour. 

1. Interpersonal Roles 

The interpersonal roles, comprised of the figurehead, leader, and liaison roles, are

the most basic of the ten managerial roles.  Mintzberg (1973) delineated these roles based

on their direct link to the position’s status and authority, and the involvement of each role

in the development of interpersonal relationships, with minimal information processing or

decision making.

The figurehead role involves the symbolic  or ceremonial  activities the manager

performs in representing his organization.  While not essential to the managing function,

these activities require the manger’s attention and often cannot be effectively delegated.

The higher the level of the manager in the organization, the more significant the figurehead

becomes in terms of the time and effort (Mintzberg, 1973).
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Among the most  important  of  all  the ten roles  is  the leader  role,  in  which the

manger provides guidance and motivation to subordinates (Yukl, 1994).  One of the most

studied of the managerial roles, leader includes activities such as selecting and dismissing,

praising and criticizing employees (Athens,  2000).   Mintzberg (1973) stressed two key

aspects of the leader role : first, its key purpose being to integrate the employees needs and

the goals of the organization, secondly, its application of the potential power derived from

formal authority.

While the leader role deals with members of the organization, the liaison role deals

with the network of relationship with those outside the organization (Yukl, 1994).  The

manager builds and maintains these horizontal relationships with other managers, though

conferences, civic groups, and social events.  In this way, the manger begins the process of

linking the organization to the external environment, a process expanded and deepened

through the informational roles (Macintosh and Williams, 1992).

2.  Informational Roles 

Monitor,  disseminator,  and  spokesman  are  the  three  informational  roles  of  the

manager,  derived  from  the  formal  authority  of  the  manager  and  connected  to  the

interpersonal  roles  (Baker,  2000).   The manager  has  access  to  information,  form both

internal and external sources, often not available to subordinates.  The liaison role connects

the informational and the interpersonal roles, since information from external sources can

be gathered as the liaison. The volume and importance of the information depends on the

level of the manager and the size of the organization.

In the monitor role, the manger is a seeker of internal and external information in

order to identify problems and opportunities in the organization, and better understand his

or her functions (Mintzberg, 1973).  Prior to Mintzber’s model, other researchers described

two similar roles in examining the internal dynamics of groups, “the information seeker
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and the opinion seeker” (Beal, Bohlen, and Gaudabaugh, 1962), distinguishing between

fact-based  and  value-based  information.   Gathering,  filtering  and  processing  this

information is performed through formal means, such as reports, meetings, and memos,

and more informal means such as chats, tours, and notes (Yukl, 1994). This information is

then shared through the disseminator and spokesman roles,  with the transition between

roles often seamless and fluid.

As a disseminator, the manger share the information gathered in the monitor role

with other members of the organization.  The manager usually filters and translates the

information in the process of sharing it with subordinates, though the original is sometimes

passed along.  Mintzberg (1973) saw this information as either of two specific types :

factual information that could be tested for validity, or value information which indicated

management’s  preference  on an  issue to  employees,  often  expressed as  advice.   Beal,

Bohlen,  and Raudabaugh (1962)  had previously  extended this  role  into  the  fact-based

“information giver” and the value-based “opinion giver”.

In the other information sharing role, spokesman the manager transits factual and

value information to groups or individuals outside of the organization.  These external

parties are either stakeholder or the general public, each of which requires different types,

amounts and degrees of information (Mintzberg, 1973).  The two activities most closely

associated with this role are public relations and lobbying.  Lower level managers usually

have fewer opportunities to play this role than executives.

3.  Decisional Roles 

The  last  four  managerial  roles  in  Mintzberg’s  model,  entrepreneur,  disturbance

handler, resource allocator, and negotiator are categorized as decisional roles.  Mintzberg

(1973) described the activities in these roles  as “probably the most  crucial  part  of the

manager’s work”.  These roles involve setting strategy and making decisions at all levels
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of the organization.   They can be linked to the informational  roles,  for it  is  with that

gathered and shared information that the manager makes decisions. 

In the entrepreneur role, the manger acts as an agent of change, designating and

implementing  change  to  make  advantage  of  opportunities  or  prevent  problems,  which

Mintzberg (1973) called “improvement projects”, that had been identified in the monitor

role, reinforcing the linkage between the informational and decisional roles.  At some point

in  the  process  the  manage  may  delegate  some  aspects  of  the  responsibility,  while

continuing to supervise the overall project.  

While  the  entrepreneur  initiated  controlled  change  proactively,  the  disturbance

handler must be reactive, responding to unforeseen conditions beyond his or her control.

In  resolving  unexpected  problems  or  crises,  the  manager  often  sets  precedent  and

establishes  procedure.   When disturbances  occur  this  role,  as  Yuki  (1994)  points  out,

generally  takes  priority  over  activities  in  the  other  more  predictable  or  less  time-

constrained roles. 

The  role  of  resource  allocator  involves  the  activities  of  making  choices  in  the

distribution of finite organizational resources, thereby deciding which functions receive

funding, time, staffing, or space. By authorizing actions, the manager allocates resources

and  implements  decisions,  using  the  information  gathered  and  shared  from  the

informational roles, and in effect sets the direction of the organization.  A commitment of

resources  usually  indicates  the  strategy  and  goals  established  by  the  organization.

However, decisions are also made when resources are withheld or decreased (Macintosh

and Williams 1992).

The final  managerial  role  in  Mintzberg’s  model  is  the negotiator,  in  which the

manager  represents  the  organization  in  non-routine  deals  or  arrangements  with
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organizations.  Expects  include  extensive  contracts  with  suppliers  or  buyers,  collective

bargaining agreements, and property acquisitions (Yukl, 1994). The manager’s authority to

represent and make decisions for the firm must be clear and as negotiator, the manager

must be willing to compromise within established boundaries. 

In Mintzberg’s model, the manager monitor the internal and external environment,

designs  the  work  of  the  organization,  initiates  change  when  needed,  and  resolves

disruptions  to  the  work  or  the  organization.   By  utilizing  and  sharing  necessary

information, some of which is gathered from his network of contacts, the manager leads

the subordinates towards the common objectives of the organization.  Additional duties

include representing the organization in ceremonial or symbolic activities, as well as in

negotiations with other organizations or individuals (Mech, 1997).

Managers do not perform these roles without purpose,  Mintzberg (1973) stress.

Their  roles  are  carried  so  that  the  manager’s  organization  serves  its  basic  purpose,

efficiently producing goods or services.   The effective manager designs and maintains

stable  operations  and  though  planning  and  action  adapts  the  organization  to  dynamic

environments in serving this basic purpose.  These activities require the manager to play

several  of  the  roles  identified,  such  as  the  informational  roles  needed  to  link  the

organization to the external environment to communicate inside the organization itself. 

3.7  Baker’s Model 

Mintzberg’s model has been utilized and replicated frequently over the past three

decades (Baker, 2000 ; 1997 ; Yuki, 1994).  Alexamder (1979), for example, assigned the

ten roles into three groups ; the strategic groups (monitor, entrepreneur, resource allocator),

the operational group (leader, disseminator, disturbance handler), and the interface groups

(figurehead, liason, negotiator, and spoken person).  While other researchers have revised

85



the terminology of specific roles, the model has shown to be a valid tool for describing

managerial behaviour. 

Baker’s  (2000)  model  builds  directly  on  the  managerial  roles  described  by

Mintzberg.   While  Mintzberg’s  model  was  developed  from  research  on  corporate

executives, baker’s based bid modified version of the model on the managerial roles is

based on community college presidents, providing particular significance to this study on

community  college  business  officers.   Baker’s  model  comprises  the  Leadership

Competencies  Assessment  Instrument  (LCAI)  that  is  used  to  measure  and  describe

managerial behaviour in higher education leader (Baker, 1999).

3.8  Henry Mintzberg’s and Baker’s Model : A Comparison 

In  comparing  Mintzberg’s  and  Baker’s  respective  models,  there  are  distinct

similarities and distinctions. Mintzberg’s interpersonal roles are renamed leadership roles

by Baker, which are expanded from three roles to five.  The additional roles provide a

more discrete, specific description of the role Mintzberg broadly defines as leader.  Baker

separates this primary role into visionary, task giver, and motivator, recognizing that each

is distinct managerial activity (Baker and Athens, 1999).  In visionary role, the manager

thinks  globally and considers  future possibilities,  and recognize momentum.  The task

giver  involves  defining  and  structuring  follower  roles,  providing  direction,  and  the

appropriate use of authority.  As motivator, the manager establishes trust, encourages and

appropriate use of authority.  As motivator, the manager establishes trust, encourages and

recognize performance, and manages organizational stress.

However, Mintzberg (1973) points out that much of a manager’s time and energy is

concentrated  in  a  few  of  these  roles  and  that  some  roles  are  rarely  played  by  some

managers, depending on a combination of situational variables. 
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3.9  Henry Mintzberg Model on Managerial Roles – A Critical Analysis 

Chris van Overveen – Senior Consultant Trimitra Consultants critically analysed

the Henry Mintzberg Model on Managerial roles, which is given below, also formed a part

of conceptual framework for this study.

To  meet  the  many  demands  of  performing  their  functions,  managers  assume

multiple role. A role is an organized set of behaviours.  Henry Mintzberg has identified ten

roles common to the work of all managers.  The ten roles are divided into three groups :

interpersonal, informational, and decisional. 

The informational roles link all managerial work together. The interpersonal roles

ensure  that  information  is  provided.   The decisional  roles  make significant  use  of  the

information.

The performance of managerial roles and the requirements of these roles can be

played at different times by the same manager and to different degrees depending on the

level and function of management.  The ten roles are described individually, but they form

an integrated whole. 

The  three  interpersonal  roles  are  primarily  concerned  with  interpersonal

relationships. 

In the figurehead role, the manager represents the organization in all matters of

formality.  The top level manager represents the company legally and socially to those

outside  of  the  organization.   The  supervisor  represents  the  work  group  to  higher

management and higher management to the work group.
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In  the  liaison  role,  the  manager  interacts  with  peers  and  people  outside  the

organization.   The top level manager uses the liaison role to gain favours and information,

while the supervisor uses it to maintain the routine flow of work.

The leader role, defines the relationships between the manager and employees.  The

direct  relationships with people I  the interpersonal roles place the manage in a unique

position to get information.  

Thus, the three informational roles are primarily concerned with the information

aspects  of  managerial  work.   In  the  monitor  role,  the  manager  receives  and  collects

information.  In the role of disseminator, the manager transmits special information into

the organization.  The top level manager receives and transmits more information from

people outside the organization than the supervisor.

In  the  role  of  spokesperson,  the  manager  disseminates  the  organization’s

information into its environment.  Thus, the top-level manager is seen an industry expert,

while  the  supervisor  is  seen  as  a  unit  or  departmental  expert.   The  unique  access  to

information places the manager at the center of organizational decision-making.

There  are four  decisional  roles.   In  the entrepreneur  role,  the manager  initiates

change.  In the disturbance handler role, the manager deals with threats to the organization.

In the resource allocator role, the manager chooses where the organization will expand its

efforts. In the negotiator role, the manager negotiates on behalf of the organization.  The

top  level  manager  makes  the  decisions  about  the  organization  as  a  whole,  while  the

supervisor makes decisions about his or her particular work unit. 

The supervisor performs these managerial roles but with different emphasis than

higher managers.  Supervisory managements is more focused and short-term in outlook.
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Thus, the figurehead role becomes less significant and the disturbance handler and

negotiator roles increase in importance for the supervisor. 

Since  leadership  permeates  all  activities,  the  leader  role  is  among  the  most

important of all roles at all level of management. 

3.10  Variables that Effect Managerial Roles 

First,  and  most  obviously,  managers  in  different  contexts  have  to  emphasize

different roles (Mintzberg, 1994).  Mintzberg and Baker propose that, while all managers

performs all roles to some degree, the roles vary in significance, with most manages being

“specialists required to perform a particular set of specialized roles” (Mintzberg, 1973).

The hierarchal level of the position, functions managed, and the size and structure of the

organization play significant roles in determining the time spent in the respective roles and

the importance of specific roles in a positions (Yukl, 1994).  Mintzberg (1973) also found

that individual personality, style and values contribute towards determining how a manager

works and performs his or her roles, though they usually do not determine which roles the

job requires.  This is supported by previous researchers, such as Bass (1960) who stated.

Any theory of  leadership must  take into account  the  interaction between situation and

individual.   Recognizing  these  situational  variables  provides  a  more  realistic,  precise

impression of the roles of a specific position.

In terms of organization level, Mintzberg (1973) found that manages at lower level

of organizations, such as line supervisors, are concerned more with issues that are current

and specific. Their focus is usually on topics related to their function, spanning relatively

short time frames. At this level, the figurehead or ambassador role is minimal, while the

disturbance  handler  and  negotiator  roles  become  more  significant  (Mintzberg,  1973).

Chief  executives  and  senior  managers  were  found  to  stress  the  figurehead,  liaison,
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spokesman and negotiator  roles.   Overall,  formality  and complexity  of  roles  seems to

increase with the level of the manager’s position (Mintzberg, 1973).

The function being managed is variable in establishing the primary roles of the

manager.  Managers of specialists, such as accounts or engineers, tend to emphasize the

monitor, disseminator, liaison, and negotiator roles, while placing less importance on the

other interpersonal and decisional roles (Mintzberg, 1973 ; Watkins, 1982).

Mintzberg (1973, 1994) found that over a time, managerial roles required different

roles  to  be  emphasized.  Sayles  (1964)  discovered  a  cycle  of  change  and  stability,

reaffirmed  by  Mintzberg  (1973),  in  which  the  manager  first  initiated  change  in  the

entrepreneur or change agent  role to meet  the organization’s needs,  then stabilized the

situation using the leader and disturbance handler roles.  This cycle of change and stability

would repeat as environmental changes developed, causing the manager to be adept in

these roles on a regular basis. 

Organizational size is another important factor in determining the emphasis of the

manager’s  roles.  In  large  organizations,  top  managers  spend  more  time  in  formal

communication,  stressing  the  figurehead,  liaison  and  spokesman  roles  (Yukl,  1994).

Certainly, not all managers spend equal amounts of time or energy in each of these roles,

nor should they, Mintzberg (1973) pointed out.  Managers in smaller organizations, often

lacking middle managers, have a wider span of control, supervising more people, requiring

them to emphasize the interpersonal roles (Mech, 1997). These mangers must also be able

to performs as “substitute operators” (Mintzberg, 1973) carrying out duties of followers

when needed.  This lacks of staff diminishes opportunities to perform what Baker (Baker

and Athens, 1999) describes as the task-giver role, in which managers delegate duties to

subordinates.  Understanding how organizational size affects managerial roles is critical in

this study, given the wide range of school sizes found in the Kerala.  Organizational size
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was also a factor in the criteria used to select the participating heads of schools in this

study, since it was recognized from the literature (Mintzberg, 1973 ; Mintzberg, 1973) that

managers in smaller organizations emphasized different roles than those in larger ones. 

In  categorizing  organizational  structure,  Mintzberg  (1979)  found  a  connection

between the prevalent roles played by managers in certain structures.  In what he described

as  the  Professional  Bureaucracy,  which  would  include  school,  hospitals  and  similar

organizations  whose  core  services  are  provided  by  highly  skilled  experts.   Mintzberg

(1979) found that some roles were more prevalent than in other structures. 

Handling disturbances that either involved professionals or that the professionals

chose  to  avoid  or  ignore  was  found  to  be  a  significant  role  for  administrators  in  the

Professional  Bureaucracy.  The  other  role  found  in  disproportionate  frequency  in  this

structure was that of negotiator, since the administrator often negotiated disputes among

professionals, being either unable or unwilling to impose solutions. 

While  some  types  of  behaviour  are  reported  and/or  expected  of  leaders  in  all

situations, other leader behaviours are more specific to particular types of situations (Bass,

1960).  In determining the roles manager to perform the combination of roles proportioned

to meet the primary purpose of the organization within the scope of the position, while

fitting  and  accommodating  his  personal  attributes  and  personality.   After  refining  his

model for over 20 years, Mintzberg (1994) concluded that “manager must practice a well-

rounded job” utilizing  the  interpersonal,  the  informational,  and the directional  roles in

context of the job’s framework and agenda.  This is also true with the heads of schools, and

this established theory will be relied upon throughout this study to frame and bound the

research.  Kimbrough (1994) found that cooperation between the leaders of the business

and  academic  affairs  divisions  was  critical  in  avoiding  organizational  conflict  and

enhancing institutional effectiveness. 
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Longevity in the position and organizational size were two key variables identified

by Mintzberg (Mintzberg,  1973 ;  Mintzberg,  1979) as affecting the roles of managers.

Cooper  (1993)  and Mech (1990 ;  1997)  found no significant  relationship between the

manager’s gender and the importance of managerial roles. 

CHAPTER – IV 
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RESEARCH METHODOLOGY 

Research, an original contribution to the existing stock of knowledge making for its

advancement.  It is the present of truth with the help of study, observation, comparison and

experiments. 

According to Clifford Wordy research comprises defining and redefining problems,

formulating hypotheses or suggested solutions ; collecting, organizing and evaluating data ;

making deductions and reaching conclusions and at last carefully testing the conclusions to

determine whether they are fit for the formulating hypotheses. 

Research methodology is a way to systematically solve the research problem.  It

may be understood as a science of studying how research is done scientifically.  Various

steps that are generally adopted by a researcher in studying his research problem along

with the logic behind them is highlighted.

4.1  Statement of the Problem   

Management  of  education  especially  the  school  management  is  a  highly

challenging  field.   The  school  education  not  only  makes  a  considerable  part  of  the

educational life of an individual but also it act as the corner stone in the overall personality

development of the person.  This shows the importance of this stage of education. The

globalization  has  made  the  situation  more  demanding  for  an  efficient  management  of

school education.  In the management, the managerial roles performance by the heads of

the school is much reflects in the school development and effectiveness.  But much studies

are not conducted in the field of managerial roles performance, especially in the school

education.  Henry Mintzberg model on the managerial roles performance is the significant

study taken place in this direction.  But the same is based on the interview and observation

has done on top executives.  The researcher has taken up this study by considering his
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experience in the field of school education management, and also understanding the need

and importance for such a study on managerial roles performance by the heads of schools.

Its  correlation  on  institutional  development  and  effectiveness  and also  the  preferential

ranking of the heads on their managerial roles are also under taken for the investigation. 

Thus  the  investigator  took  up  the  topic  for  the  present  study  –  Effect  of

Mintzberg’s  Managerial  Role  Performance  of  Secondary  School  Headmasters  on

Improving the School Efficiency.

4.2  Variables           

Independent Variable : Managerial Role Performance

Dependent Variable : School Efficiency 

Demographic Variables : (i) Gender – Male / Female  ;

(ii) Locality – Urban / Rural 

(iii) Management – Government / Private  ;

(iv) Experience – below 10 / above 10

 (v)  Age – below 45 / above 45 ;

4.3  Objectives of the Study 

The following objectives are formulated for the present investigation :

1. To find  out  whether  there  is  any significant  correlation  among the  four

managerial  roles  performance  by  the  headmasters  of  secondary  schools

namely,  interpersonal  roles,  informational  roles,  decisional  roles  and

diplomatic roles. 

2. To find out whether there is any significant correlation between managerial

roles performance and the four components of school efficiency, namely,

infrastructural  development,  staff  development,  student  development,

community development.

3. To find  out  whether  there  is  any significant  correlation  among the  four

components  related  to  school  efficiency  namely  infrastructural

development,  staff  development,  student  development,  and  community

development.
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4. To find out whether managerial performance has any significant correlation

with the four aspects of managerial role efficacy, namely, interpersonal role

efficacy,  informational  role  efficacy,  decisional  role  efficacy,  and

diplomatic role efficacy. 

5. To find out school effectiveness has any significant correlation with the four

aspects  of  managerial  role  efficacy  namely,  interpersonal  role  efficacy,

informational  role  efficacy,  decisional  role  efficacy,  and  diplomatic  role

efficacy.

6. To find out  whether  managerial  roles  performance effectiveness  has  any

significant  correlation  with  the  four  aspects  of  managerial  roles  namely,

interpersonal  roles,  informational  roles,  decisional  roles,  and  diplomatic

roles efficacy.

7. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters  of  secondary  schools  categorized  on  the  basis  of  type  of

management in various managerial roles. 

8. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters of secondary schools categorized on the basis of age in various

managerial roles. 

9. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters  of  secondary  schools  categorized  on  the  basis  of  their

experience in various managerial roles. 

10. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters  of  secondary  schools  categorized  on the  basis  of  gender  in

various managerial roles. 

11. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters  of  secondary  schools  categorized  on  the  basis  of  locale  in

various managerial roles. 

4.4  Hypotheses of the Study 

The following hypothesis are formulated in the present investigation :
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1. There  is  a  significant  relationship  among  four  managerial  roles

performance of headmasters of secondary schools namely, interpersonal

roles, informational roles, decisional roles and diplomatic roles.  

2. There is a significant relationship between managerial roles performance

by the headmasters of secondary schools and four components related to

school efficiency, namely, infrastructural development, staff development,

student development, community development.

3. There  is  a  significant  relationship  among  four  components  of  school

efficiency,  namely,  infrastructural  development,  staff  development,

student development, community development.

4.  There is a significant relationship between managerial roles performance by

the  headmasters  of  secondary  schools  and  four  components  related  to

managerial  role efficiency, namely,  interpersonal  role efficacy, informational

role efficacy, decisional role efficacy, and diplomatic role efficacy.

5. There is a significant relationship between school effectiveness and four aspects

of managerial role efficacy, namely, interpersonal role efficacy, informational

role efficacy, decisional role efficacy, and diplomatic role efficacy.

6. There  is  a  significant  relationship  between  managerial  roles  performance

effectiveness  and  four  aspects  of  managerial  role  efficacy,  namely,

interpersonal roles, informational roles, decisional roles, and diplomatic roles

efficacy.

7. There is a significant difference between male and female secondary school

headmasters with respect to managerial roles.

8. There  is  a  significant  difference  between  urban  and rural  secondary  school

headmasters with respect to managerial roles.

9. There is  a  significant  difference between government  and private secondary

school headmasters with respect to managerial roles.

10. There is a significant difference between below 10 year and above 10 years

experience secondary school headmasters with respect to managerial roles.

11. There is a significant difference between below 45 year and above 45 years age

secondary school headmasters with respect to managerial roles.

4.5  Delimitations of the Study 
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1. The study was restricted to the Dharwad district in particular.

2. The  study  was  confined to  the  headmasters  serving in  the  secondary

schools of Dharwad district.

3. The  study  was  limited  to  some  selected  demographic  variables  of

headmasters, namely, gender, locality, management, experience, age.

4. The  data  was  analyzed  with  approaches  of  correlational  analysis,

differential analysis. 

4.6  Definitions of Technical Terms

Managerial Roles 

The four categories of managerial roles out of which the three are envisaged by

Henry Mintzberg as, (i) Interpersonal roles ; (ii) Informational roles ; (iii) Decisional roles

and the (iv) is diplomatic roles, which is emerged during this study.

Performance 

Observational behaviour which can be measured with the help of psychological

tools.

Headmaster 

The leader of the school who co-ordinate and look after the activities of a school.

School 

Recognized school affiliated to Karnataka State Board which conducts any classes

from 1 to 10. 

4.7  Research Method 

The present study was descriptive research study and in which normative survey

was used.  Various procedures that are followed in the construction and standardization of
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data gathering instruments and the tools adopted to measure the relationship and difference

in demographic variables that are included in the study.    

4.8  The Sample

Headmasters working in secondary schools were considered as the sample in the

study  to  investigate  the  relationship  and  to  examine  difference  between  demographic

variable.  Two hundred (200)  government and private secondary school  headmasters of

Dharwad district constituted the sample for the study. The school and headmasters for the

study were selected through using random sampling technique.

The sample collected and used for the investigation represents the heads of the

schools  in  the  Dharwad district  in  terms of  the  various  strata,  namely,  gender,  locale,

management, experience and age.  The details of classification or categorization of the

heads of schools are given below.

Sex Locale Management Experience Age
Total

Male Female Urban Rural Govt. Private
Below

10
Above

10
Below

45
Above

45
100 100 100 100 100 100 122 78 72 128 200

   
4.9  Tools Used 

The managerial roles performance envisaged by Henry Mintzberg along with the

different  theoretical  perspectives  in  relation  to  managerial  roles  and  functions  and

experience of the researcher in the field of management school education are the basis of

selection and preparation of the statement for draft scale of the following tools. 

1. Managerial Roles Performance Scale 

2. School Efficiency Scale 

3. An  Opinion  Survey  for  the  Heads  of  Schools  (Managerial  Roles

Performance and School Efficiency)

4. Roles Performance Effectiveness Scale

5. Managerial Roles Preference Index
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Managerial Roles Performance Scale 

The heads of schools have a lot of functions to perform.  Their roles are many and

varied.   The  present  investigation  intended  to  construct  and  standardize  a  tool  for

measuring the managerial  roles performance of heads of schools.   Likert  method was

employed.  A large number of items, as many as 106, were prepared for the draft scale,

covering different areas of managerial role performance.  The sample used for the purpose

was 50 heads of schools working in secondary schools affiliated to Karnataka State Board.

Items were selected for the final  scale using factor analysis.  Items with factor loading

above 0.30 alone were included in the final scale.  The obtained factorial components of

the scale indicated that the scale has construct validity.  All the factors measure various

aspects of managerial role performance of heads of school.

Instruction 

The heads of schools were asked to put a tick mark against any one of the five

choices namely – (i) Always, (ii) Often, (iii) Occasionally, (iv) Seldom, and (v) Never

corresponding to each statement. 

Scoring 

A score  of  5,  4,  3,  2,  1  was given for  responses  Always,  Often,  Occasionally,

Seldom, or Never for a positive statement.  Scoring procedure is reversed for a negative

statement.

Identification of Factors for Managerial Role Performance Scale for Heads of Schools

Factor analysis resulted in 30 factors, of which 14 were identified as meaningful for

the present scale, and the details of extraction / identification of these factors are noted

below :
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1. Considering the fact that reliability of a test depends on the number of items,

it was decided to consider the factors with at least 4 items having moderate,

high, or very high loadings in the factor.

2. Items having insignificant loadings were deleted (not considered for the final

scale).  However, if an item had already been selected as having moderate,

high or very high loading in a factor it will be retained for the final scale.

The name of the factor, factor loading, its verbal interpretation, item number, and

the statements as given in the scale, corresponding to each of the 14 factors are given in the

following table.

Interpretation of the Factors 

The following conventions are used for identifying the factors.

1. Locate the group of variables (items) on which the factor has the highest

loadings.

2. Locate the group of variables on which the factor has the lowest loadings.

3. Examine  the  possibility  of  different  factors  becoming  independent

(because of the orthogonality associated with the factors).

4. Treat  factor  loadings  whose  absolute  values  are  greater  than  0.20  as

significant and neglect other factor loadings as not significant.

5. In  addition  to  the  above  standard  conventions,  a  few  additional

conventions  are  also  followed in  interpreting  the  nature  of  the  factor

loadings (Fruchter, 1954). They are :

a. Factor loadings of0.20 or less – insignificant 

b. Factor loading of 0.20 to 0.30 – low 

c. Factor loadings of 0.30 to 0.50 – moderate 

d. Factor loadings of 0.50 to 0.70 – high 

e. Factor loadings of above 0.70 – very high 

Factor -1 :  Enterprising     

Item
No. Statement Factor

Loading
Verbal

Interpretation
54 I have good rapport with everyone in and around the 0.701 Very High
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school.
66 I  implement  modern  teaching-leaning  techniques  in

my school.
0.669 High

55 I have good relation with my subordinates. 0.658 High
56 K keep good relation with all parents. 0.655 High
59 I  always  collect  all  necessary  information  from  all

available sources for the school.
0.635 High

67 I am in favour of giving equal importance to extra and
co-curricular activities.

0.596 High

65 I give importance of office automation. 0.594 High
57 I keep good relation with my students. 0.562 High
69 I  am  giving  much  emphasis  to  the  child  centered

education.
0.551 High

64 I do like to accept new ideas. 0.548 High
75 I  always  abreast  with  the  latest  development  in

Education
0.521 High

49 I have good communication skill. 0.517 High
68 I  organize  orientation  programmes  to  equip  the

teachers to face the challenges in education.
0.517 High

100 I help my students in their personal problems. 0.510 High
39 I abreast with the Board affiliation bye-laws 0.499 Moderate
28 I get all necessary information to the efficient working

of the institution from all the relevant sources. 
0.493 Moderate

71 I implement innovative methods of teaching. 0.493 Moderate
61 I  pass  on  information on all  school  activities  to  the

media.
0.487 Moderate

62 I pass on correct information on all  activities of the
school to all the concerned people and departments.

0.486 Moderate

31 I  am  in  constant  touch  with  the  regional  education
officials for information. 

0.470 Moderate

25 I keep good rapport with the local body offices. 0.457 Moderate
74 I provide computer-aided education and the services of

electronic  media/language  lab./Edusat  etc.,  in  the
school.

0.452 Moderate

99 I help my subordinates in their personal problems. 0.452 Moderate
63 I bring out school report through various publications

like school magazine.
0.449 Moderate

40 I abreast with the Board Examination bye-laws. 0.447 Moderate
73 I provide the language laboratory. 0.446 Moderate
85 I am capable of solving all the problems in the school

with a democratic approach.
0.446 Moderate

37 I log into the Boards website regularly for information. 0.440 Moderate
27 I keep good rapport with all the departments and local

bodies.
0.424 Moderate

32 I am in constant touch with the Board central office for
information 

0.423 Moderate

46 I conduct regular meetings to disseminate information. 0.423 Moderate
38 I read all the circular of Board and State Departments

for information. 
0.407 Moderate

26 I  keep good  rapport  with  the  government  education
department.

0.403 Moderate
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24 I negotiate the grievances of my staff. 0.403 Moderate
33 I  am  constantly  in  touch  with  the  state  education

departments for information.
0.402 Moderate

43 I pass all necessary information to the subordinates 0.397 Moderate
88 I am friendly with my staff. 0.397 Moderate
22 I keep good rapport with all neighbouring schools. 0.392 Moderate
52 I  see  that  my  institution  fulfils  its  social

responsibilities.
0.388 Moderate

60 I give correct information to Government. 0.385 Moderate
53 I negotiate the grievances of my student. 0.383 Moderate
30 I keep good rapport with the pupil teacher association. 0.375 Moderate
35 I am in contact with the principals of the neighbouring

similar affiliated schools for information.
0.366 Moderate

92 I  have  appointed  different  committees  and  its
convenerships to different staffs.

0.363 Moderate

78 I always try to maintain a conducive atmosphere in the
school.

0.359 Moderate

70 I  am  giving  much  emphasis  to  the  computer-aided
education.

0.356 Moderate

82 I  never  allow  problems  to  crop  up  between
management and me.

0.322 Moderate

91 I go to any extent to help my students. 0.318 Moderate
81 I never allow problem to crop up between staff  and

me. 
0.312 Moderate

76 I implementing new ideas in teaching and learning in
the school.

0.311 Moderate

79 I never allow problem to crop up between the staff and
students. 

0.309 Moderate

83 I never allow problems to crop up between myself and
the parents. 

0.308 Moderate

89 I am friendly with my students. 0.307 Moderate
90 I go to any extent to help my staff. 0.304 Moderate
77 I do not allow problems to crop up in the school. 0.301 Moderate

The  various  aspects  measured  by  this  factor  (Factor  –  1)  include  effective

communication,  innovation  in  teaching,  technophile,  law abiding/jurist,  knowledgeable,

rapprochement, sociologic, philanthropic, work distribution / decentralization, and honest. 

Factor – 2 :  Counselling 

Item
No. Statement Factor

Loading
Verbal

Interpretation
80 I never allow problem to crop up between the staff and

myself.
0.918 Very High 

82 I  never  allow  problems  to  crop  up  between
management and me.

0.896 Very High 

81 I never allow problem to crop up between staff  and
management.

0.888 Very High 
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83 I never  allow problems to crop up between and the
parents 

0.886 Very High

77 I never allow problem to crop up between the staff. 0.883 Very High
78 I never allow problem to crop up between the students. 0.879 Very High
79 I never allow problem to crop up between the staff and

students.
0.794 Very High

84 I  never  allow  problems  to  crop  up  between  the
students and myself

0.675 High 

42 I keep an up-to-date knowledge of the developments in
consultancy services.

0.484 Moderate 

76 I implement new ideas in teaching and learning for the
progress of the institution.

0.450 Moderate 

47 I circulate the notices among the subordinates on all
important matters. 

0.448 Moderate 

96 I never interfere in the works of anybody in the school
unless situation demands.

0.415 Moderate 

37 I log into the Boards website regularly for information. 0.322 Moderate 
  
Factor – 3 :  Negotiation 

Item
No. Statement Factor

Loading
Verbal

Interpretation
24 I negotiate the grievances of my staff. 0.631 High 
88 I am friendly with my staff. 0.626 High 
89 I am friendly with my students. 0.624 High 
53 I negotiate the grievances of my student. 0.589 High 
100 I  interact  with  my  students  and  staff  to  settle  their

personal problems. 
0.539 High 

98 I listen to all concerned, before taking any decision. 0.479 Moderate 
90 I go to any extent to help my staff. 0.473 Moderate 
42 I keep an up-to-date knowledge of the developments in

consultancy services.
0.484 Moderate 

91 I go to any extent to help my students. 0.468 Moderate 
99 I help my subordinate in developing skills to negotiate

their problems.
0.376 Moderate 

97 I don’t like to show power while taking a lead role to
settle a problem. 

0.339 Moderate 

Factor – 4 :  Spokesmanship  

Item
No. Statement Factor

Loading
Verbal

Interpretation
62 I pass on correct information on all  activities of the

school to all the concerned people.
0.486 Moderate 

61 I  pass  on  information on all  school  activities  to  the
media.

0.456 Moderate 

18 I criticize those who stand against the interests of the
school.

0.454 Moderate 

60 I give correct information to board. 0.437 Moderate 
27 I keep good rapport with all the departments. 0.436 Moderate 
23 I keep good relation with all neighbouring schools. 0.414 Moderate 
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25 I keep good rapport with the media persons. 0.403 Moderate
16 I refuse to give in when people disagree with me. 0.391 Moderate 
70 I  am  giving  much  emphasis  to  the  computer-aided

education.
0.390 Moderate 

71 I implement innovative methods of teaching. 0.385 Moderate
26 I  keep good  rapport  with  the  government  education

department.
0.383 Moderate 

39 I abreast with the Board Affiliation byelaw. 0.374 Moderate 
33 I  am  constantly  in  touch  with  the  all  concerned

departments for information.
0.343 Moderate 

7 I never attend a function organized in the locality if
they don’t give me an important role in the functions.

0.306 Moderate 

Factor – 5 :  Leadership

Item
No. Statement Factor

Loading
Verbal

Interpretation
11 I express appreciation when my subordinates do good

job.
0.425 Moderate 

35 I take initiative to in contact with the principals of the
neighbouring schools for the use of our school.

0.401 Moderate 

41 I  keep  an  up-to-date  knowledge  of  the  all  rule  and
regulations necessary for the school.

0.369 Moderate 

30 I  keep  good  rapport  with  the  people  teacher
association.

0.355 Moderate 

66 I am in favour of modern teaching techniques. 0.345 Moderate 
12 I see that my subordinates in rewarded for a job well

done.
0.330 Moderate

40 I abreast with the Board Examination byelaw so that
our school will not be left behind.

0.327 Moderate 

14 I do personal help to staff and students. 0.321 Moderate
29 I  keep  good  rapport  with  the  management  of  the

institution.
0.321 Moderate 

64 I do like to accept new ideas. 0.308 Moderate 
65 I am in favour of office automation. 0.303 Moderate 
13 I  take  the  lead  to  help  my  subordinates  in  their

personal problems. 
0.300 Moderate

Factor – 6 :  Resource Allocation

Item
No. Statement Factor

Loading
Verbal

Interpretation
74 I  provide  the  services  of  electronic  media  /  Edusat,

etc., of the institution.
0.472 Moderate 

55 I have good relation with all parents. 0.424 Moderate 
73 I  provide  all  infrastructural  facilities  like  classroom

lab, library, playground, etc.
0.417 Moderate 

54 I have good relation with the management. 0.349 Moderate 
43 I pass all necessary information to the subordinates. 0.342 Moderate 
10 I provide adequate human resources and their service

benefits to the schools.
0.331 Moderate 
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9 I always plan and budget effectively. 0.316 Moderate

Factor – 7 :  Figure Headship 

Item
No. Statement Factor

Loading
Verbal

Interpretation
85 I am capable of solving the problems among the staff. 0.400 Moderate 
4 I greet the VIPs when they visit the localities. 0.387 Moderate 
8 I am called for all the importance social functions in

the locality.
0.376 Moderate 

32 I am in constant touch with the Board Central office
for information.

0.367 Moderate 

31 I am in constant  touch with the Regional  Education
Officials for information. 

0.325 Moderate 

5 I attend all the important functions of the staff. 0.324 Moderate 
57 I keep good relation with my students. 0.305 Moderate 
98 I  discuss  with  my  subordinates  before  take  any

decision.
0.305 Moderate 

Factor – 8 :  Monitoring  

Item
No. Statement Factor

Loading
Verbal

Interpretation
22 I take lead in organizing interschool programmes for

the neighbouring schools with same board affiliation.
0.448 Moderate 

2 I am invited for all  important  functions of staff  and
students.

0.440 Moderate 

7 I never attend a function organized in the locality in
they don’t give me an important role in the functions.

0.400 Moderate 

6 I  never  allow  anybody  else  to  preside  over  the
functions.

0.373 Moderate 

47 I take initiative to the safety and security of the staff
and students.

0.368 Moderate 

84 I  never  allow  problems  to  crop  up  between  the
students and myself

0.361 Moderate 

48 I  don’t  keep  any  communication  gap  with  my
subordinates.

0.306 Moderate 

Factor – 9 :  Liaisonship  

Item
No. Statement Factor

Loading
Verbal

Interpretation
35 I am contacted by the Principals of the neighbouring

similar affiliated schools for information.
0.483 Moderate 

31 I am in constant  touch with the Regional  Education
Officials for information. 

0.462 Moderate 

11 I  coordinate  the  staff,  students,  management  and 0.460 Moderate 
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parents effectively.
7 I never attend a function organized in the locality if

they don’t give me an important role in the functions.
0.376 Moderate 

26 I  laison  with  the  various  education  department  for
development of schools.

0.374 Moderate 

12 I see with country and school 0.354 Moderate 
62 I pass on correct information on all  activities of the

school to all the concerned people and the media.
0.328 Moderate 

6 I  never  allow  anybody  else  to  preside  over  the
functions. 

0.328 Moderate 

8 I attend the functions organized by my favourite staff. 0.308 Moderate 
63 I bring out school report through various publications

like school magazine.
0.304 Moderate 

Factor – 10 :  Democratic Behaviour   

Item
No. Statement Factor

Loading
Verbal

Interpretation
15 I treat all subordinates equal 0.429 Moderate 
32 I am in constant touch with the Board central office for

information. 
0.429 Moderate 

68 I  organize  orientation  programmes  to  equip  the
teachers to face the present challenges in education. 

0.363 Moderate 

67 I am in favour of giving equal importance to Extra and
co-curricular activities.

0.319 Moderate 

85 I am capable of solving the problems in the school in
the democratic approach.

0.315 Moderate 

18 I criticize my subordinates in front of others. 0.314 Moderate 

Factor – 11 :  Dissemination   

Item
No. Statement Factor

Loading
Verbal

Interpretation
96 I never interfere in the works to my Vice-principal 0.950 Very High 
23 I keep good relation with other neighbouring schools. 0.433 Moderate 
13 I help my subordinates in their personal problems. 0.347 Moderate 
51 I  do  everything  as  per  the  rules  of  the  state

government.
0.340 Moderate 

46 I conduct regular meetings to disseminate information. 0.311 Moderate 
93 I have appointed different clubs and its convenerships

to different staff seems to dissemination the works
0.300 Moderate 

Factor – 12 :  Discipline    

Item
No. Statement Factor

Loading
Verbal

Interpretation
17 I am strict with the subordinates who make mistakes. 0.389 Low 
95 I  always  believe  in  particularity  regularity  and

neatness.
0.322 Moderate 

33 I  am  constantly  in  touch  with  the  state  education
departments for information as part of my duty.

0.307 Moderate 
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16 I refuse to give in when people disagree with policy of
the school.

0.303 Moderate 

Factor – 13 :  Dedication     

Item
No. Statement Factor

Loading
Verbal

Interpretation
20 I  always  insists  my  subordinates  dedicate  in  the

policies of the institution.
0.467 Moderate 

30 I keep good rapport with the people teacher association
for the welfare of the school 

0.391 Moderate 

67 I  give  adequate  importance  to  all  curricular,  co-
curricular and extra-curricular activities for the overall
development of the students.

0.377 Moderate 

86 I am committed to solving all the problems among the
students. 

0.362 Moderate 

59 I pass on correct information to Board Office. 0.301 Moderate 

Factor – 14 :  Motivation    

Item
No. Statement Factor

Loading
Verbal

Interpretation
12 I see that my subordinates are rewarded for a job well

done. 
0.391 Moderate 

20 I  never  allow  my  subordinates  to  deviate  from  the
policies of the institution. 

0.348 Moderate 

91 I always help my staff and students to take challenges. 0.366 Moderate 
90 I always encourage the staff and students so as to bring

out their talents. 
0.318 Moderate 

Factor  analysis  of  the  100  items  in  the  scale  resulted  in  the  identification  of

fourteen significant factors, which are noted below :

1. Enterprising 2. Counselling 3. Negotiation 
4. Spokesmanship 5. Leadership 6. Resource Allocation 
7. Figureheadship 8. Monitoring 9. Liaisonship 
10. Democratic
Behaviour 

11. Dissemin
ation 

12. Discipline 

13. Dedication 14. Motivatio
n 

An examination of the statements (items) clearly indicates that the naming of the

factors  is  valid.   A  perusal  of  these  factors  which  the  theoretical  details  related  to
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managerial role indicates the presence of (i) Interpersonal Roles, (ii) Informational Roles,

and (iii) Decisional Roles, as mentioned below :

Interpersonal Roles :  Factor – 5, Factor – 7, Factor – 9, Factor – 14 

Informational Roles : Factor – 4, Factor – 8, Factor – 11 

Decisional Roles :   Factor – 1, Factor – 3, Factor – 6 

Ten  out  of  the  fourteen  factors  identified  corresponds  mostly  with  the  ten

components  of  managerial  roles  suggested  by  Henry  Mintzberg,  excepting  disturbance

handler, whereas somewhat similar factor namely discipline was identified in the present

context, the details are given below : 

Roles of Manager

Roles Proposed by Henry Mintzberg Corresponding Factor Identified in the
Present Investigation

1. Components under Interpersonal Roles 
i. Figurehead 
ii. Leader 
iii. Liaison 

1. Factor under Interpersonal Roles 
i. Figureheadship
ii. Leadership
iii. Liaisonship

2. Components under Informational Roles
 i. Monitor  
ii. Disseminator
iii. Spokesman

2.  Factors under Informational Roles 
i. Monitoring
ii. Dissemination
iii. Spokesmanship

3.  Components under Decisional Roles
i. Entrepreneur 
ii. Disturbance handler
iii. Resource allocator
iv.  Negotiator

3.  Factors under Decisional Roles 
i. Enterprising
ii. Discipline
iii. Resource Allocation
iv.  Negotiation
 

In  addition  to  the  above  three  major  roles  as  envisaged  by  Henry  Mintzberg,

another managerial role emerged in the present context.  This role is called “Diplomatic

Roles”.

The roles performance of a head of school, in this regard should naturally be stem

around the personality of the head of the institution and his behaviour in this role is so

crucial that it calls for psychological interpretation.  Thus we will see that the five factors
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namely (i) Factor – 2 : Counselling ; (ii) Factor – 10 : Democratic Behaviour ; (iii) Factor –

12  :  Discipline  ;  (iv)  Factor  –  13  :  Dedication  ;  (v)  Factor  –  14  :  Motivation  are

psychological in nature and therefore it is worthwhile to put these factors under Diplomatic

Roles.  The remaining 16 factors may be treated as unidentified because of the following

reasons : 

i. Less than 4 items (statements) alone or significantly loaded in each.

ii. Items (statements) in some of the factors contradict with each other so as to

make the naming difficult. 

iii. A few of  the  items  (statements  had  already  found  their  place  in  other

factors in a meaningful way.

iv. The items (statements) which could not be considered and included in the

final form of the scale fail to stand the test  of face validity in a closed

scrutiny of these items.  The deletion of these items practically means non

inclusion of the factor as a component of the scale. 

It can be remembered here as a concluding remark that the role performance of the

heads of schools may be considered as different from that of managers in industrial and

business organizations to the extent that an additional and significant role requires to the

played by the head of a school. 

This  role  is  called  “Diplomatic  Role”,  as  evidenced  by  factor  analysis,  which

demands  skill  in  relating  with  the  five  different  categories  of  people  (i)  students,  (ii)

parents, (iii) subordinates, (iv) higher level managers and (v) community.

In short the “Role Performance Scale for Heads” of schools measures four different

roles, namely, (i) Interpersonal Role, (ii) Informational Role, (iii) Decisional Role, and (iv)

Diplomatic Role.
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As the scale was subjected to factor analysis and items were selected according to

with regard to the relevance and importance of managerial roles, it rightly claims factorial

validity.

Educationists, psychologists, researchers, and those involved in measurements for

the purpose of getting indices of managerial role performance by heads of schools may use

the scale. 

Construction and Standardization of School Efficiency Scale 

The efficiency of schools is assessed generally in terms of its inputs and outputs.

Scientifically the ratio between the output to input is considered an index of efficiency.

Here in the development of the present scale several factors pertaining to the infrastructural

facilities of the school and factors related to the realization of the level of expectation on

various grounds are considered. 

It  may be  specifically  mentioned here  that  the  present  scale  conceives  that  the

institutional efficiency of the school stem around the managerial role performance of the

head of the schools.  Hence, items for the scale have been prepared / selected on the basis

of this.  The details are given below under various categories. 

Item Preparation 

The items  for  School  Efficiency Scale”  had been prepared  on the  basis  of  the

relevant literature and also the items in the scale “management role performance score”

which  had  already  been  developed  and  standardized  for  the  purpose  of  the  present

investigation.  Seventy five items were written down and were subjected to scrutiny by

experts in school education management.  They modified certain items, replaced certain

other items with new items and deleted remaining.  This resulted in the inclusion of 65
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items in the draft scale falling under 4 components namely infrastructural development,

student development, staff development, and community development. 

The Draft Scale 

The draft  scale  contains  65 statements  which  the  respondents  namely heads  of

school were expected to respond by putting a tick mark (  ) against either Yes or No.  √

Administration 

The draft scale was administered among a sample of 100 heads of school affiliated

to State Board located schools in Dharwad district.  They were asked to not omit any item. 

Scoring 

A score of 2 was given for each Yes response and 1 for each No response.  The

total scale score was obtained for each respondents. 

Item Analysis 

The item analysis is done using Mathew Item Analysis Table (1982).  The table

give item-criterion correlations (Phi coefficient) and percentages of testees marking the

keyed answer (P value).  In order to find out the discriminative power (Phi-value) and

difficulty under (P value). 

The  response  sheets  are  arranged  in  the  order  of  the  criterion  score,  which  is

usually the total score of the trial form of the test itself.   One hundred response sheets

having the highest criterion score were taken when contribute the upper tail.  Similarly 100

response sheets are selected having the lowest score, forming lower tail.  The percentage of

the tail is the number of persons marking the keyed answer itself.
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For each items the number respondents obtaining a score of a 4 or 5 is counted.

Half of the respondents getting a score of three is added to the above.  For example, if there

are 73 respondents getting a score of 4 or 5 and 11 getting a score of 3, half of 11, namely

six (rounded to the higher value) is added to 73, making a total of 79 and this value is

called PU.  Similarly from the lower tail PL is calculated.  Referring to the table Phi and P

value corresponding to PU and PL are noted for each item.

Items having highest Phi coefficient and moderate P value are eligible for selection.

Using the above procedure, 20 items were selected from among items having the

highest correlation values and medium (in the middle range) ‘P’ values.  The details of the

PU, PL, Phi and P values of this scale is presented in Table.

     
PU, PL, Phi and P Values of School Efficiency Scale 

No. PU PL Phi P
1* 67 34 33 51
2* 71 36 35 54
3* 58 41 17 50
4* 84 40 45 62
5* 66 21 45 44
6* 77 33 44 55
7* 58 26 32 42
8* 87 42 47 65
9* 69 30 39 50
10* 65 31 34 48
11* 62 32 30 47
12* 72 20 52 46
13* 80 28 52 54
14* 55 22 34 39
15* 62 23 39 43
16 93 64 35 79
17* 90 38 54 64
18 76 58 19 67
19* 80 48 33 64
20* 60 32 28 46
21 83 68 17 76
22* 63 13 52 38
23 98 80 29 89
24* 77 33 44 55
25* 85 45 42 65
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26 89 57 36 73
27 70 60 11 65
28 94 54 46 74
29* 63 18 46 41
30* 56 18 39 37
31* 56 27 29 42
32 64 50 14 57
33* 56 16 42 36
34* 81 36 46 59
35 68 49 19 50
36* 72 29 43 51
37 49 32 17 41
38* 84 43 43 64
39 53 40 13 47
40 89 60 33 75
41 49 11 42 31
42* 78 48 31 63
43 92 52 45 72
44 89 60 33 75
45 63 41 22 52
46 65 50 15 58
47 94 66 35 80
48 73 47 27 60
49* 85 45 42 65
50* 87 48 42 68
51* 88 46 45 67
52* 68 21 47 45
53 98 83 26 91
54* 91 46 48 69
55* 81 50 33 6
56* 84 52 34 68
57 97 77 30 87
58 96 93 07 95
59* 65 31 24 48
60* 78 48 31 63
61* 90 38 54 64
62 96 80 25 88
63* 74 20 54 47
64* 72 30 42 51
65* 84 40 45 62

Note : * Selected Items 

Final Scale 

The final scale contains 42 items. There was no change made in the instructions.

Reliability 
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The relationship of the scale was estimated using split half method.  For this the

final  scale  was  administered  and  a  sample  of  50  heads  of  schools.   The  correlation

coefficient  obtained  by  taking  odd  scores  and  even  score  separately  and  finding  the

correlation between the two.  The correlation coefficient was 0.82.  This is taken as the

reliability coefficient of half test.  The reliability coefficient of whole test was estimated

using Spearman-Brown (Anastasi,  1969) formulated for  correction for attenuation.  The

reliability coefficient thus obtained was 0.901.  This was significant at 0.01 level and is

verbally interpreted as very high. 

Validity 

Since the items have been prepared as the basis of strong theoretical ground, the

text  claims  content  validity  and  face  validity.   The  validity  strengthened  by  expert

judgment of the experts, followed by the scrutiny of the research guides, as the items were

scrutinized by experts who evaluated the items and the selection of items were made for

the  draft  scale  as  per  their  suggestions.   Also  after  the  selection  of  items  using  item

analysis, the final scale was again given to three experts who unanimously confirmed the

validity of the scale.

An Opinion Survey For Heads of Schools 
(On Managerial Role Performance and School Efficiency)

Preparation of Item for the Draft Scale 

On the basis of the items as “managerial role performance scale” of heads of school

and the school efficiency scale discussed above and also on the basis of the 14 significant

factors identified from the former scale, along with the four managerial roles, and the four

components of the school efficiency scale.
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More than 50 items were prepared for the draft scale, the items were in the form of

statements and the subjects (Heads of Schools) were asked to respond for each items on

Likert-model five point scale.

Instructions 

The following were the instructions given to the respondents.  As the head of a

school you are requested to give your opinion for each statement.  If you agree with the

statement kindly put a ( ) mark against Strongly Agree (SA), or Agree (A).  if not, put the√

( ) mark against Strongly Disagree (SD), or Disagree (D).  If you are unable to choose√

either of the above, put the ( ) mark against the Undecided (U) category.√

Administration 

The items were arranged under section ‘A’, and wee administered on 90 heads of

schools for item analysis. 

Item Analysis 

The procedure suggested by Anastasi (1961) was followed for item analysis.  For

this purpose, the answer sheets were arranged in the descending order of total scores.  The

30 answer sheets having the highest,  30 having medium and the 30 having the lowest

scores  were  selected  as  upper,  medium and  low group.   The  difficulty  of  an  item is

indicated by the total number of persons who answered it correctly in the upper, medium

and  lower  group  (U+M+L).   The  discrimination  value  of  each  item  was  found  by

subtracting the number of persons answering it correctly in the low group from the upper

group  (U  –  L).   Item having  high  discriminating  power,  and  average  difficulty  were

selected for the final scale.  The details are given in Table.

Table  –  4.1  :   An  Opinion  Survey  for  Heads  of  Schools  (Managerial  Roles
Performance and School Efficiency) – Item Analysis 

Item No. U M L U – L U + M + L
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30 30 30
1* 25 23 05 20 53
2* 30 24 11 19 65
3* 29 19 10 19 58
4* 28 20 8 20 56
5 29 26 21 08 76
6* 28 17 06 22 51
7* 22 08 07 15 37
8* 28 20 09 19 57
9* 27 17 06 22 51
10 29 26 16 13 71
11 25 20 20 05 65
12* 22 08 07 15 37
13 18 11 07 11 36
14 21 14 17 04 52
15* 28 22 11 17 61
16 21 17 10 11 48
17* 28 22 10 18 60
18* 27 20 11 16 58
19* 23 17 03 20 43
20 19 11 03 16 33
21* 24 18 09 15 51
22* 27 21 11 16 59
23* 23 15 08 15 46
24* 25 20 10 15 55
25* 25 20 09 16 54
26* 25 16 09 16 50
27* 25 15 08 16 50
28 25 19 10 15 54
29* 21 09 03 18 33
30* 26 22 10 16 58
31* 25 17 08 17 50
32 15 10 13 02 38
33* 26 11 04 22 41
34* 26 20 11 15 57
35 21 14 16 05 51
36* 26 14 05 21 45
37 26 25 22 04 73
38* 25 16 09 16 50
39* 20 11 03 17 34
40* 27 19 11 16 57
41* 21 11 03 18 35
42* 21 14 05 16 40
43 30 28 20 10 78
44 22 24 15 07 61
45* 23 13 08 15 44
46* 25 22 11 14 58
47* 27 15 05 22 47
48* 26 16 08 18 50
49* 26 15 03 23 44
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50* 29 20 06 23 55
Note :  *  Selected Items 

Final Scale 

After  detecting  the  items  which  didn’t  satisfy  the  conditions,  37  items  were

included in the final scale. 

Reliability 

The reliability of the scale was estimated odd-even method (Anatasi 1969).  The

half test reliability obtained was (n=50), and the reliability of the whole test was estimated

0.968, which is significant and high.

Validity 

Since items were prepared on the basis of the items from a reliable and valid scale,

as mentioned above the test rightly claims face validity and content validity.

Description of Roles Performance Effectiveness Scale 

The heads of schools performs various managerial role, all of which may have their

influence or effect on the development of the school.  Usually this is evaluated in terms of

infrastructural,  staff, student and community developments.  However heads of schools

may have different views in this regards. 

The  present  scale  consists  of  four  items  related  to  the  four  aspects  of  school

efficiency namely, infra-structural development, staff development, student development

and community development.  The heads are requested to respond to each items in a 5

point Likert-model scale.

Validity and Reliability 

The scale was subjected to evaluation by five experts in the field of evaluation,

containing  education  administrators,  education  evaluators,  educational  constituent  and
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researchers in the field of the purpose was explained.  All of them to them related its utility

as higher.  And also the scale was scrutinized by the research guides.  This indicates that

the scale high validity and content validity.  The reliability of the scale was estimated using

test retest method, as a sample of 45 heads of schools with a time interval of fifteen days

between the two administrations of the scale.  The correlation between the two scores was

0.95 showing that the scale is highly reliable.

Thus the scale claim high reliability and validity and can be used as many sample

of Heads of schools in Dharwad district.

Managerial Roles Preference Index 

Description of the Variable          

The Heads of schools are expected to perform various roles as managers.   The

present  investigation  has  identified  14  significant  factors  based  managerial  roles

performance  scale  containing  100  items.   The  roles  are  interpersonal,  informational,

decisional and diplomatic, as explained below. 

1.  Interpersonal Roles      

This role contains the factors figure headship, leadership and liaison ship.  The

heads of the institutions is considered to the important personality of the locality and the

presence in various functions conducted in the locality is much sort after. Also a head of

the institutions should daily come across various groups of people like, students, staff, and

parents.  The top management, community people etc., and which demands a high amount

of inter personal relationship for the efficient functioning.  As a leader and liaison also the

heads should perform a high inter personal roles. 

2.  Informational Roles      
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This roles contains three factors like spokesman ship, monitoring dissemination.

As  the  head  of  an  institution,  he  should  always  act  as  the  spokesman,  who  will  be

responsible  for  collecting  various  information  required  for  the  smooth  and  efficient

working of the institution and at the same time he will  be passing information on the

activities of the schools to different sections of the people as and where required.  At the

same time they will be acting as a monitor who will be equating responsible for the safety

and security of both the staff and students and monitor the development of the institution in

every respect.  The head also acts as a disseminator by properly disseminating various

information and works to the concerned groups of people at appropriate time. 

3.  Decisional Roles 

This is considered to be the third managerial roles and has four factor namely (i)

enterprising, (ii) negotiations, (iii) resource allocation and (iv) discipline.  As a head of the

institution,  he  should be much responsible  to  negotiate  and discipline writing between

various sections of the people associated with the schools, like staff, students, parents, etc.

Also he should be equally responsible to provide and make use various resources like man,

money, machines for the development of the schools.  It will be the roles of the head to

accept and implement innovative and modern techniques of teaching and learning for the

institutional  development  and  he  should  possess  and  good  communication  skill  and

knowledge on service rules.   The head should be a disciplinarian with as well  for the

school efficiency.

4.  Diplomatic Roles 

This role contains four factors are – (i) counselling, (ii) democratic behaviour, (iii)

declaration, and (iv) motivation. 

As the above mentioned factors, the heads should be good counsellor, motivator

and a person who is dedicated and should be believing in democratic approach. As per the
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changing scenario in the educational field heads should be good diplomatic to handle the

various sections of people he comes across daily so that to satisfy their needs with not

much damage to the interest of the school.   Hence the heads should the able to handle the

problems  especially  the  leaning  stress  facing  by  the  students  through  educational

counselling, initiates steps to motivate and to create, a sense of dedications among the staff

and students through a unbiased approach.

Reliability and Validity 

Reliability of managerial roles performance preferences index was estimated on a

sample  of  35  heads  of  schools  using  test-retest  reliability  method.  The  time  interval

between the two administrations was one month.  The correlation between the scores on

these two sets of scores was found using spearman’s rank correlation method, and it was

found to be 0.91.  This indicates that the tool is highly reliable. 

The  validity  of  the  tool  is  estimated  as  in  the  case  of  roles  performance

effectiveness scale. The scale was subjected to evaluation by five experts in the field of

education  consisting  of  education  administrators,  education  evaluators,  educational

consultant and researchers in the field, and followed by the research guides for this study.

The purpose was explained to them.  All of them rated its utility as high.  This indicates

that the scale has high face validity and content validity.               

4.10  Data Collection 

The researcher administered all the five validated tools among 200 heads of schools

in the Dharwad district.  The researcher personally visited to schools with the permission

of the headmaster of the school.  For head master given necessary instructions about the

various  tools and motivated them to respond genuinely to all the items.  The managerial

roles  performance  scale,  school  development  scale,  an  optimum  survey  for  heads  of

schools (on managerial  roles performance and school  development),  roles performance
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effectiveness scale, and managerial roles preference index were administered.  All the head

masters cooperated in data collection and gave frank and candid answers. 

4.11  Statistical Analysis 

Before going ahead with the analysis  of  data,  the purposes  for  which  different

statistical techniques were used in the course of analysis of data are given so that the frame

of reference of the analysis becomes clear.

Statistical
Techniques

Purpose

1 Correlation In pursuance of the Specific Objectives – 1 to  6, the Pearson’s

Product-Moment Coefficient of Correlation technique was used

to find out the relationship between independent variables and

dependent variable.   

2 t-test Analysis In pursuance of the Specific Objectives – 7 to 11, ‘t’ test was

used  to  find  out  whether  differences  in  the  demographic

variables,  namely,  gender,  location,  management,  teaching

experience, age would account for significant differences in the

managerial roles of head masters of schools. 
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CHAPTER – V 

ANALYSIS AND INTERPRETATION OF DATA 

5.1  Introduction 

Scores  relating  to  managerial  roles  performance,  school  efficiency  scale,

managerial roles performance and school efficiency, roles performance effectiveness, and

managerial  roles  preference  index  of  200  secondary  school  headmasters  working

government and private schools constituted the raw data for the present study.  The data

were subjected to statistical treatment in pursuance of objectives of the study and research

hypotheses.  The analysis of data is presented in this chapter under two sections.  Section –

1 deals  with simple correlation between independent  variables and dependent variable.

Section – 2 deals with comparison of independent variables and dependent variable with

demographic variables.  
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SECTION – 1

5.1   Correlational Analysis

5.2.1 Relationship between Independent Variables and Dependent Variable

In order to investigate the relationships of the independent variables, viz., school

efficiency,  managerial  roles  performance  and  school  efficiency,  roles  performance

effectiveness, managerial roles preference index with the dependent variable managerial

roles,  Product  –  Moment  Coefficients  of  Correlation  was  computed  and  tested  for  its

significance.

Table  –  5.1:  Interrelation  Coefficients  among  the  Four  Managerial  Roles  of
Secondary School Headmasters 

Sl.
No.

Component
Variables (Roles of

Headmasters)

Pearson ‘r’ s
Interpersonal

Roles
Informational

Roles
Decisional

Roles
Diplomatic

Roles
1 Interpersonal Roles __ 0.531** 0.546** 0.682**
2 Informational Roles __ 0.578** 0.613**
3 Decisional Roles __ 0.792**
4 Diplomatic Roles __

Note :  ** indicates significance at 0.05 level

Table 5.1 indicates that all the six correlations are significant at 0.05 level.  The

correlation  coefficient  obtained between decisional  roles  and diplomatic  roles  is  found

0.792 and is verbally interpreted as high.  The remaining five coefficients, ranging from

0.531 0.682, are interpreted as substantial.
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Table – 5.2 :  Correlation of Managerial Roles Performance Scores with the Four
Components of School Development  

Sl.
No. Variables Correlated Pearson ‘r’ Verbal

Interpretation
1 Managerial Roles Performance Scores and School

Development  Component  –  Infra-structural
Development 

+ 0.466** Substantial

2 Managerial Roles Performance Scores and School
Development Component – Staff Development

+ 0.433** Substantial

3 Managerial Roles Performance Scores and School
Development  Component  –  Students
Development

+ 0.764** High

4 Managerial Roles Performance Scores and School
Development  Component  –  Community
Development

+ 0.216** Low

Table  –  5.2  indicates  that  the  all  the  correlation  coefficients  are  positively

significant at  0.05 level,  ranging from 0.216 to 0.764 and which can be interpreted as

correlation is substantial in the case of infrastructural development and staff development,

and high for the students development and low in the case of community development with

managerial roles performance.  

Table – 5.3 :  Correlation Coefficients (Pearson ‘r’) among the Four Components of
School Efficiency

            

Sl.
No. Variables 

Pearson ‘r’ s
Infrastructural
Development

Staff
Development

Student
Development

Community
Development

1 Infrastructural
Development 

__ 0.426** 0.468** 0.637**

2 Staff
Development 

__ 0.472** 0.588**

3 Student
Development

__ 0.753**

4 Community
Development 

__

Note :  ** indicates significance at 0.05 level

Table – 5.3 indicates that all the six inter correlation coefficients are significant

statistically at 0.05 level.  It may be seen that the correlation between students development
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and  community  development  is  0.753,  which  is  interpreted  as  high.  Similarly  the

correlation between infrastructural development and community development is also high

with  ‘r’  value  0.637.   There  is  substantial  correlation  between  staff  development  and

community development ‘r’ value 0.588.  Even though, the remaining three correlation

coefficients noted n Table – 5.3 are low, but significant.  

Table – 5.4 :  Correlation of Managerial Roles Performance Scores with the Four
Components of Managerial Role Efficacy 

Sl.
No. Variables Correlated Pearson ‘r’ Verbal

Interpretation
1 Managerial  Roles  Performance  Scores  and

Managerial  Role  Efficacy  Component  –
Interpersonal Role Efficacy 

+ 0.862** High 

2 Managerial  Roles  Performance  Scores  and
Managerial  Role  Efficacy  Component  –
Informational Role Efficacy

+ 0.679** Substantial

3 Managerial  Roles  Performance  Scores  and
Managerial Role Efficacy Component – Decisional
Role Efficacy

+ 0.642** Substantial

4 Managerial  Roles  Performance  Scores  and
Managerial Role Efficacy Component – Diplomatic
Role Efficacy

+ 0.741** High

Note :  ** indicates significance at 0.05 level

The Table – 5.4 indicates that all the correlation coefficients are significant at 0.05

level and are ranging from 0.642 to 8.62.  This means that there is substantial correlation

exist  between  Managerial  roles  performance  with  all  components  of  Managerial  role

efficacy.

Table – 5.5 :   Correlation of School  Effectiveness with the Four Managerial  Role
Efficacy   

  
Sl.
No. Variables Correlated Pearson ‘r’ Verbal

Interpretation
1 School  Effectiveness Scores and Managerial  Role

Efficacy Component – Interpersonal Role Efficacy 
+ 0.429** Substantial 
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2 School  Effectiveness Scores and Managerial  Role
Efficacy Component – Informational Role Efficacy

+ 0.571** Substantial

3 School  Effectiveness Scores and Managerial  Role
Efficacy Component – Decisional Role Efficacy

+ 0.494** Substantial

4 School  Effectiveness Scores and Managerial  Role
Efficacy Component – Diplomatic Role Efficacy

+ 0.413** Substantial 

Note :  ** indicates significance at 0.05 level

The Table – 5.5 indicates that all the correlation coefficients are significant at 0.05

level  ranging from 0.413 to  571,  which  means that  there  exists  substantial  correlation

between School Effectiveness and four Managerial Role Efficacy components. 

Table–5.6 :   Correlation of Managerial  Role Efficacy Components  on Managerial
Role Performance 

  
Sl.
No. Variables Correlated Pearson ‘r’ Verbal

Interpretation
1 Managerial  Roles  Performance  Scores  and

Managerial  Role  Efficacy  Component  –
Interpersonal Role Efficacy 

+ 0.634** Substantial 

2 Managerial  Roles  Performance  Scores  and
Managerial  Role  Efficacy  Component  –
Informational Role Efficacy

+ 0.589** Substantial

3 Managerial  Roles  Performance  Scores  and
Managerial Role Efficacy Component – Decisional
Role Efficacy

+ 0.571** Substantial

4 Managerial  Roles  Performance  Scores  and
Managerial Role Efficacy Component – Diplomatic
Role Efficacy

+ 0.693** Substantial 

Note :  ** indicates significance at 0.05 level

The Table – 5.6 indicates that all the correlation coefficients are significant at 0.05

level  ranging  from 0.571  to  0.693.   This  implies  that  substantial  correlation  between

Managerial Roles Performance Effectiveness and the four components of Managerial Role

Efficacy. 
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SECTION – 2

5.3  Comparative Analysis 

5.3.1 Comparison of Managerial Roles in Demographic Variables 

Scores  on  Managerial  Roles  and  headmasters  demographic  variables,  such  as,

Gender,  Location,  Management,  Experience  and  Age  constituted  the  raw data  for  the

study.  In pursuance of the objectives of the study, the data were subjected to statistical

treatment using appropriate ‘t’ test.  This section describes in detail the entire statistical

analysis of data and states the results of the analysis.

i.  Comparison of Male and Female Secondary School Headmasters with Respect to their
Managerial Roles

Table – 5.7 : Comparison between Male and Female Secondary School Headmasters
with Respect to their Managerial Role Scores
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Variables Gender Mean SD t-value p-value
Signi-
ficance

Managerial Roles Male 56.723 9.547 4.829 <0.05 Yes
Female 51.953 8.623

**  The ‘t’ value is significant at 0.05 level

The obtained ‘t’ value 4.829 with respect to Managerial Roles of male and female

secondary school headmasters is greater than the tabled ‘t’ value (1.97) at 0.05 level.  It is,

therefore, concluded that the two groups differ significantly in respect to the variable under

consideration.   That  is,  the  hypothesis  that  male  and  female  headmasters  differ

significantly in respect of their Managerial Roles is accepted.  Further, it is noticed that

mean of Managerial  Roles scores of male headmasters (56.723) is greater than that  of

female headmasters  (51.953).   Hence,  it  is  concluded that  male headmasters are more

prone to Managerial Roles when compared to female headmasters.

ii.  Comparison of Urban and Rural Secondary School Headmasters with Respect to their
Managerial Roles

Table – 5.8 : Comparison between Urban and Rural Secondary School Headmasters
with Respect to their Managerial Role Scores

Variables Location Mean SD t-value p-value
Signi-
ficance

Managerial Roles Urban 56.477 10.713 4.187 <0.05 Yes
Rural 51.897 9.875

**  The ‘t’ value is significant at 0.05 level

The obtained ‘t’ value 4.187 with respect to Managerial Roles of urban and rural

secondary school headmasters is greater than the tabled ‘t’ value (1.97) at 0.05 level.  It is,

therefore, concluded that the two groups differ significantly in respect to the variable under

consideration.  That is, the hypothesis that urban and rural headmasters differ significantly

in  respect  of  their  Managerial  Roles  is  accepted.   Further,  it  is  noticed  that  mean of

Managerial  Roles  scores  of  urban  headmasters  (56.477)  is  greater  than  that  of  rural

headmasters (51.897).  Hence, it is concluded that urban headmasters are more prone to

Managerial Roles when compared to rural headmasters.
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iii.  Comparison of Government and Private Secondary School Headmasters with Respect
to their Managerial Roles

Table  –  5.9  :  Comparison  between  Government  and  Private  Secondary  School
Headmasters with Respect to their Managerial Role Scores

Variables Management Mean SD t-value p-value
Signi-
ficance

Managerial Roles Government 67.895 9.304 5.345 <0.05 Yes
Private 61.968 10.512

**  The ‘t’ value is significant at 0.05 level

The obtained ‘t’ value 5.345 with respect to Managerial Roles of government and

private secondary school headmasters is greater than the tabled ‘t’ value (1.97) at 0.05

level.  It is, therefore, concluded that the two groups differ significantly in respect to the

variable  under  consideration.   That  is,  the  hypothesis  that  government  and  private

secondary school headmasters differ significantly in respect of their Managerial Roles is

accepted.   Further,  it  is  noticed  that  mean of  Managerial  Roles  scores  of  government

headmasters (67.895) is greater than that of private headmasters (61.968).  Hence, it is

concluded that government secondary school headmasters are more prone to Managerial

Roles when compared to private secondary school headmasters.
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iv.   Comparison  of  Below  10  Years  Experienced  and  Above  10  Years  Experienced
Secondary School Headmasters with Respect to their Managerial Roles

Table – 5.10 : Comparison between Below 10 Years Experienced and Above 10 Years
Experienced  Secondary School  Headmasters their  Managerial Role
Scores

Variables Experience Mean SD t-value p-value
Signi-
ficance

Managerial Roles

Below 10
Years 57.102 9.516

2.721 <0.05 Yes
Above 10

Years
53.998 10.347

**  The ‘t’ value is significant at 0.05 level

The obtained ‘t’ value 2.721 with respect to Managerial Roles of below 10 years

experienced and above 10 years experienced secondary school headmasters is greater than

the tabled ‘t’ value (1.97) at 0.05 level.  It is, therefore, concluded that the two groups

differ significantly in respect to the variable under consideration.  That is, the hypothesis

that below 10 years and above 10 years experienced secondary school headmasters differ

significantly in respect of their Managerial Roles is accepted.  Further, it is noticed that

mean of Managerial Roles scores of below 10 years experienced headmasters (57.102) is

greater  than  that  of  above  10  years  experienced  headmasters  (53.998).   Hence,  it  is

concluded that below 10 years experienced secondary school headmasters are more prone

to  Managerial  Roles  when compared  to  above  10 years  experienced secondary  school

headmasters.

v.   Comparison  of  Below  45  Years  Age  and  Above  45  Years  Age  Secondary  School
Headmasters with Respect to their Managerial Roles

Table – 5.11 :  Comparison between Below 45 Years Age and Above 45 Years Age
Secondary School Headmasters their Managerial Role Scores
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Variables Age Mean SD t-value p-value
Signi-
ficance

Managerial Roles

Below 10
Years 66.978 8.887

4.965 <0.05 Yes
Above 10

Years
63.124 10.212

**  The ‘t’ value is significant at 0.05 level

The obtained ‘t’ value 4.965 with respect to Managerial Roles of below 45 years

age and above 45 years age secondary school headmasters is greater than the tabled ‘t’

value  (1.97)  at  0.05  level.   It  is,  therefore,  concluded  that  the  two  groups  differ

significantly in respect to the variable under consideration.  That is, the hypothesis that

below 45 years and above 45 years age secondary school headmasters differ significantly

in  respect  of  their  Managerial  Roles  is  accepted.   Further,  it  is  noticed  that  mean of

Managerial Roles scores of below 45 years age headmasters (66.978) is greater than that of

above 45 years age headmasters (63.124).  Hence, it is concluded that below 45 years age

secondary school  headmasters are more  prone to  Managerial  Roles  when compared to

above 45 years age secondary school headmasters.

CHAPTER – VI 

SUMMARY AND CONCLUSION 

6.1  Statement of the Problem   

In the management, the managerial roles performance by the heads of the school is

much reflects  in the school  development and effectiveness.   But  much studies are not
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conducted in the field of managerial roles performance, especially in the school education.

Henry Mintzberg model on the managerial roles performance is the significant study taken

place in this direction.  But the same is based on the interview and observation has done on

top executives.  The researcher has taken up this study by considering his experience in the

field of school education management, and also understanding the need and importance for

such a study on managerial roles performance by the heads of schools.  Its correlation on

institutional development and effectiveness and also the preferential ranking of the heads

on their managerial roles are also under taken for the investigation. 

Thus  the  investigator  took  up  the  topic  for  the  present  study  –  Effect  of

Mintzberg’s  Managerial  Role  Performance  of  Secondary  School  Headmasters  on

Improving the School Efficiency.

6.2  Variables           

Independent Variable : Managerial Role Performance

Dependent Variable : School Efficiency 

Demographic Variables : (i) Gender – Male / Female  ;

(ii) Locality – Urban / Rural 

(iii) Management – Government / Private  ;

(iv) Experience – below 10 / above 10

 (v)  Age – below 45 / above 45 ;

6.3  Objectives of the Study 

The following objectives are formulated for the present investigation :

1. To find out whether there is any significant correlation among the four

managerial  roles  performance by the headmasters  of  secondary schools

namely,  interpersonal  roles,  informational  roles,  decisional  roles  and

diplomatic roles. 

2. To  find  out  whether  there  is  any  significant  correlation  between

managerial  roles  performance  and  the  four  components  of  school
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efficiency, namely, infrastructural development, staff development, student

development, community development.

3. To find out whether there is any significant correlation among the four

components  related  to  school  efficiency  namely  infrastructural

development,  staff  development,  student  development,  and  community

development.

4. To  find  out  whether  managerial  performance  has  any  significant

correlation  with  the  four  aspects  of  managerial  role  efficacy,  namely,

interpersonal  role  efficacy,  informational  role  efficacy,  decisional  role

efficacy, and diplomatic role efficacy. 

5. To find out school effectiveness has any significant correlation with the

four  aspects  of  managerial  role  efficacy  namely,  interpersonal  role

efficacy,  informational  role  efficacy,  decisional  role  efficacy,  and

diplomatic role efficacy.

6. To find out whether managerial roles performance effectiveness has any

significant correlation with the four aspects of managerial roles namely,

interpersonal  roles,  informational  roles,  decisional  roles,  and diplomatic

roles efficacy.

7. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters  of  secondary  schools  categorized  on  the  basis  of  type  of

management in various managerial roles. 

8. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters  of  secondary  schools  categorized  on  the  basis  of  age  in

various managerial roles. 

9. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters  of  secondary  schools  categorized  on  the  basis  of  their

experience in various managerial roles. 

10. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters of secondary schools categorized on the basis of gender in

various managerial roles. 
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11. To  find  out  whether  there  is  any  significant  difference  among  the

headmasters of  secondary schools categorized on the basis  of locale in

various managerial roles. 

6.4  Hypotheses of the Study 

The following hypothesis are formulated in the present investigation :

1. There  is  a  significant  relationship  among  four  managerial  roles  performance  of

headmasters of secondary schools namely, interpersonal roles, informational roles,

decisional roles and diplomatic roles.  

2. There  is  a  significant  relationship  between  managerial  roles  performance  by  the

headmasters of secondary schools and four components related to school efficiency,

namely,  infrastructural  development,  staff  development,  student  development,

community development.

3. There  is  a  significant  relationship  among  four  components  of  school  efficiency,

namely,  infrastructural  development,  staff  development,  student  development,

community development.

4.  There is a significant relationship between managerial roles performance by the

headmasters of secondary schools and four components related to managerial role

efficiency,  namely,  interpersonal  role  efficacy,  informational  role  efficacy,

decisional role efficacy, and diplomatic role efficacy.

5. There is a significant relationship between school effectiveness and four aspects of

managerial  role  efficacy,  namely,  interpersonal  role  efficacy,  informational  role

efficacy, decisional role efficacy, and diplomatic role efficacy.

6. There  is  a  significant  relationship  between  managerial  roles  performance

effectiveness and four aspects of managerial role efficacy, namely, interpersonal

roles, informational roles, decisional roles, and diplomatic roles efficacy.

7. There  is  a  significant  difference  between  male  and  female  secondary  school

headmasters with respect to managerial roles.

8. There  is  a  significant  difference  between  urban  and  rural  secondary  school

headmasters with respect to managerial roles.

9. There is a significant difference between government and private secondary school

headmasters with respect to managerial roles.
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10. There  is  a  significant  difference  between  below  10  year  and  above  10  years

experience secondary school headmasters with respect to managerial roles.

11. There is a significant difference between below 45 year and above 45 years age

secondary school headmasters with respect to managerial roles.

6.5  Delimitations of the Study 

1. The study was restricted to the Dharwad district in particular.

2. The  study  was  confined to  the  headmasters  serving in  the  secondary

schools of Dharwad district.

3. The  study  was  limited  to  some  selected  demographic  variables  of

headmasters, namely, gender, locality, management, experience, age.

4. The  data  was  analyzed  with  approaches  of  correlational  analysis,

differential analysis. 

6.6  Definitions of Technical Terms

Managerial Roles 

The four categories of managerial roles out of which the three are envisaged by

Henry Mintzberg as, (i) Interpersonal roles ; (ii) Informational roles ; (iii) Decisional roles

and the (iv) is diplomatic roles, which is emerged during this study.

Performance 

Observational behaviour which can be measured with the help of psychological

tools.

Headmaster 

The leader of the school who co-ordinate and look after the activities of a school.

School 

Recognized school affiliated to Karnataka State Board which conducts any classes

from 1 to 10. 
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6.7  Research Design 

6.7.1  Research Method 

The present study was descriptive research study and in which normative survey

was used.  Various procedures that are followed in the construction and standardization of

data gathering instruments and the tools adopted to measure the relationship and difference

in demographic variables that are included in the study.    

6.7.2  The Sample

Headmasters working in secondary schools were considered as the sample in the

study  to  investigate  the  relationship  and  to  examine  difference  between  demographic

variable.  Two hundred (200)  government and private secondary school  headmasters of

Dharwad district constituted the sample for the study. The school and headmasters for the

study were selected through using random sampling technique.  The sample collected and

used for the investigation represents the heads of the schools in the Dharwad district in

terms of the various strata, namely, gender, locale, management, experience and age.  

6.7.3 Tools Used 

The managerial roles performance envisaged by Henry Mintzberg along with the

different  theoretical  perspectives  in  relation  to  managerial  roles  and  functions  and

experience of the researcher in the field of management school education are the basis of

selection and preparation of the statement for draft scale of the following tools. 

1. Managerial Roles Performance Scale 

2. School Efficiency Scale 
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3. An  Opinion  Survey  for  the  Heads  of  Schools  (Managerial  Roles

Performance and School Efficiency)

4. Roles Performance Effectiveness Scale

5. Managerial Roles Preference Index

6.7.4  Data Collection 

The researcher administered all the five validated tools among 200 heads of schools

in the Dharwad district.  The researcher personally visited to schools with the permission

of the headmaster of the school.  For head master given necessary instructions about the

various  tools and motivated them to respond genuinely to all the items.  The managerial

roles  performance  scale,  school  development  scale,  an  optimum  survey  for  heads  of

schools (on managerial  roles performance and school  development),  roles performance

effectiveness scale, and managerial roles preference index were administered.  All the head

masters cooperated in data collection and gave frank and candid answers. 

6.7.5  Statistical Techniques   

Before going ahead with the analysis  of  data,  the purposes  for  which  different

statistical techniques were used in the course of analysis of data are given so that the frame

of reference of the analysis becomes clear.

Statistical
Techniques

Purpose

1 Correlation In pursuance of the Specific Objectives – 1 to  6, the Pearson’s

Product-Moment Coefficient of Correlation technique was used

to find out the relationship between independent variables and

dependent variable.   
2 t-test Analysis In pursuance of the Specific Objectives – 7 to 11, ‘t’ test was

used  to  find  out  whether  differences  in  the  demographic

variables,  namely,  gender,  location,  management,  teaching

experience, age would account for significant differences in the

managerial roles of head masters of schools. 

137



6.8  Major Findings 

The following are the major findings revealed from the present study :

1. The  correlation  coefficient  obtained  between  decisional  roles  and

diplomatic roles is found 0.792 and is verbally interpreted as high.  The

remaining five coefficients, ranging from 0.531 0.682, are interpreted as

substantial.

2. Correlation is substantial in the case of infrastructural development and

staff development, and high for the students development and low in the

case of community development with managerial roles performance.  

3.  The  correlation  between  students  development  and  community

development  is  0.753,  which  is  interpreted  as  high.  Similarly  the

correlation  between  infrastructural  development  and  community

development  is  also  high  with  ‘r’  value  0.637.   There  is  substantial

correlation  between staff  development  and community  development  ‘r’

value 0.588.  

4. There  is  substantial  correlation  exist  between  Managerial  roles

performance with all components of Managerial role efficacy.

5.  There exists substantial correlation between School Effectiveness and four

Managerial Role Efficacy components. 

6. Substantial  correlation  between  Managerial  Roles  Performance

Effectiveness and the four components of Managerial Role Efficacy. 

7.  Male  and  female  headmasters  differ  significantly  in  respect  of  their

Managerial Roles. 

8. Urban  and  rural  headmasters  differ  significantly  in  respect  of  their

Managerial Roles.

9. Government and private secondary school headmasters differ significantly

in respect of their Managerial Roles. 

10.  Below  10  years  and  above  10  years  experienced  secondary  school

headmasters differ significantly in respect of their Managerial Roles 

11.  Below 45 years and above 45 years age secondary school headmasters

differ significantly in respect of their Managerial Roles. 
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6.9  Discussion 

The studies conducted by  Karmyogi (1947), Wall (1970),  Mahur (1971), Balse,

Joseph and Robertjo  (1994) found that  strategy orientations of effective principals had

positive impact on teachers work. The everyday strategies that effective principals are to

motivates, influence and empower teachers. The present study also showed that correlation

coefficient  obtained  between  decisional  roles  and  diplomatic  roles.   Correlation  is

substantial in the case of infrastructural development and staff development, and high for

the students development and low in the case of community development with managerial

roles performance.  These findings will go along with the findings revealed by the earlier

studies.

The studies undertaken by Sankaranarayanan Iyer (1958), Joshi (1967), Dassapan

(1973), Thomas (1973) found the private schools are better than government schools.  Also

all heads experiencing in adequacy of play ground and a school garden in their schools.

Headmasters should aim at cooperative planning and sharing responsibility with members

of the staff.   However,  the present study showed that  the correlation between students

development and community development is high.  The correlation between infrastructural

development and community development is also high.  There is substantial correlation

between  staff  development  and  community  development.  The  findings  of  the  earlier

studies conducted by the different investigators and the findings of the present study they

support each other. 

The investigation made by Sumar (1982), Baruch (1983), Das (1985), Beenakumari

(1994),  Padnekar (1998),  Manulal (2003)  revealed that  the secondary school  principals

were moderately effective in their performance of administrative tasks.   Headmasters face

constrains  in  the  areas  like  curriculum,  teaching,  learning,  evaluation,  planning  and

administration.   The type of management of the school  does have an influence on the
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teacher’s perception of exercise of responsibilities by heads.  The findings of the present

study  showed  that  there  is  substantial  correlation  exist  between  Managerial  roles

performance with all components of Managerial role efficacy.  There exists substantial

correlation between School Effectiveness and four Managerial Role Efficacy components.

These findings  of the present  investigation are according to  the findings  of the earlier

studies undertaken by different investigators.   

The research studies by – Nasreen (1956), Patel (1983), Gaur (1984), Losak, et al.,

(1994), Terrence Mech (1997), Mcinni’s William Dale (2002), Lawrence Brawley (2002)

showed  the main categories of roles in Bakers’ – and there researchers model on roles

performance are same and differences mainly found in the naming of the sub roles only.

Individuals who reported higher roles clarity and role efficacy have performed better than

those with lower clarity. High desirable behaviour of the principals generated a higher

degree  of  conformity  and  normalcy  in  the  teachers  while  low  desirable  leadership

behaviour of principles caused a low degree of conformity and normalcy in them. The

morale  of  teacher  increased  when  the  actual  leadership  behaviour  of  the  leader

approximated.   The present study also revealed that, male and female headmasters differ

significantly in respect  of their  Managerial  Roles.   Urban and rural  headmasters differ

significantly  in  respect  of  their  Managerial  Roles.  Government  and  private  secondary

school headmasters differ significantly in respect of their Managerial Roles.  Below 10

years and above 10 years experienced secondary school headmasters differ significantly in

respect of their Managerial Roles.  Below 45 years and above 45 years age secondary

school headmasters differ significantly in respect of their Managerial Roles.  The findings

of the earlier studies are in concurrence with the findings of the present study undertaken

by the researcher.

6.10  Conclusion
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On the basis of the findings and the above discussion the following conclusions are

drawn : 

1. The correlation coefficient obtained between decisional roles and diplomatic

roles  is  found  high.   The  remaining  five  coefficients  are  correlation

coefficient obtained as substantial. Correlation is substantial in the case of

infrastructural development and staff development, and high for the students

development  and  low  in  the  case  of  community  development  with

managerial roles performance.

2. The  six  inter  correlation  coefficients  among  four  components  of  school

efficacy are significant.   The correlation between students development and

community  development  ;  infrastructural  development  and  community

development  is  high.  There  is  substantial  correlation  between  staff

development and community development.  The remaining three correlation

coefficients are low, but significant.  

3. Substantial  correlation exists  between Managerial  roles performance with

all  components  of  Managerial  role  efficacy.   There  exists  substantial

correlation  between  School  Effectiveness  and  four  Managerial  Role

Efficacy components.

4. Substantial correlation between School Effectiveness and four Managerial

Role  Efficacy  components.   Substantial  correlation  between  Managerial

Roles Performance Effectiveness and the four components of Managerial

Role Efficacy.  

5. Male headmasters are more prone to Managerial Roles when compared to

female  headmasters.   Urban  headmasters  are  more  prone  to  Managerial

Roles when compared to rural headmasters.

6. Government secondary school headmasters are more prone to Managerial

Roles when compared to private secondary school headmasters. Below 10

years  experienced  secondary  school  headmasters  are  more  prone  to

Managerial Roles when compared to above 10 years experienced secondary

school headmasters.  45 years age secondary school headmasters are more

prone to Managerial Roles when compared to above 45 years age secondary

school headmasters.  
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6.11  Educational Implications 

The education implication of the study is based on the following things.  

i. The effect of globalization on education 

ii. The importance of school education in the personality development of a

child.

iii. The number of years spend by the individual in the school education.

iv. The importance of efficient management of schools. 

v. The roles of Heads in the management of schools. 

In the present scenario of globalization the concept of education and especially the

concept of an efficient and effective schooling have changed a lot.  The objectives of the

schools  should  be  focused  on  the  overall  personality  development  of  its  students,  in

general.  The parents of the students always keep high expectations from the school for the

development of their children.  Therefore always head should be a person to deliver the

good for the students.  This demand for head who can be an expert in the management

along with his academic expertise.

This  clearly  states  the  importance  of  the  managerial  roles  performance  by  the

Heads of Schools.  The efficient managerial roles performance by the head is much needed

for the survival of the schools in the present the globalized scenario and at the same time to

mould a very efficient future citizen of the nation.  Especially, the diplomatic roles, which

is emerged as a new roles in the study got a special significance in the context of a school.

Because whatever the main challenges faced by the school can be solved only through

diplomacy in the present situation and not through any confrontation.  The world over also

the  need  of  efficient  diplomacy  is  too  much  to  solve  the  problems  which  are  facing

seriously among many countries.  Confrontations cannot be an answer to any problem and

hence the diplomatic roles in every field are very much essential hence the emergent of the
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diplomatic  roles  through  this  study  on  the  context  of  the  heads  of  schools  got  much

significance and educational implications.

6.12  Suggestions for Further Research         

Following are the suggestions for the further study. 

1. The present investigation may be redesigned to incorporate the interaction

between  affiliation  and  type  of  management  using  two  way  analysis  of

variance for statistical analysis.

2. Since  the  classes  offered  in  various  schools  make  them  differ  among

themselves, the nature and degree of managerial roles to be performed by the

heads may also very.  Hence, further studies may be conducted in the area, by

taking into consideration of the classes offered in the schools. 

3. Further studies may be conducted to test the extent of satisfaction among the

heads of schools in respect of their managerial role performance. 

4. There  may  be  difference  among  the  heads  of  schools  who  attended

orientation  or  refresher  courses  /  undergone  courses  in  educational

management in their tenure as Teacher / Heads / Principal.  The significance

of the difference may be subjected to study in further investigation. 

5. Subsequent  studies  become  relevant  especially  because  the  norms  /

conditions prescribed for holding the position of the Head / Manager may

differ due to various considerations.  These may be studied in the context of

managerial role performance by heads of schools.

6. Some schools may have a single post of head, where the head himself is the

Manager, whereas in other schools there may be separate posts as Head and

Manager.  Further studies may probe into all such aspects in relation to the

effectiveness of managerial role performance by the head of schools.    

7. The perception of teachers with request to the managerial role performance of

heads of schools may be subjected to study in further investigations. 

8. Institutional efficiency as rated by the head themselves and the teachers in

schools may be compared to study whether any significance difference exists

between their perception with regard to the managerial role with regard to the

managerial role performed by the head of schools.
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9. The size of the sample of heads of schools may be increased further so that

more heads selected from all the educational districts may to used, in future

studies conducted in the area.

10. Case  studies  of  selected  a  typical  schools  may  be  conducted  so  as  to

understood their effectiveness in depth in terms of the role performed by the

heads as managers. 
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Appendix – I  

Managerial Roles Performance Scale for the Heads of Schools
Please put (� ) against your Responses 

Sl.
No.

Items Always Often
Occa-

sionally
Seldom Never

1 I greet the VIPs when they visit the localities 

2
I am invited for all important family functions of 
my staff

3
I am invited for all important social functions in the
locality 

4 I do get respect from all corners of the society

5
I take initiative in organizing various interschool 
competitions for the benefits of the students

6
I take lead in the formation of association of heads 
for the mutual benefits of the schools

7
I keep an up-to-date knowledge of all service rules 
and regulations necessary for the school

8
I am consulted by the principles of the 
neighbouring schools for the clarification of rules 
and regulations required for the school

9 I liaison with the staffs, students, parents, 
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managements and the community for the 
development of the school

10
I keep link with neighbouring schools for 
informations

11
I keep link with various departments/local body 
offices for informations

12
I am in constant contact with educational 
department and board for informations

13
I give warning to those who stand against the 
interest and policies of the school

14
I try to gather all necessary informations for the 
school from all relevant sources through my 
personal contacts

15
I do abreast with all necessary rules and regulations
of the board

16
I take initiative to provide safety and security to my
staff and students

17
I pass even the privileged informations to the 
subordinates

18
I conduct regular staff/parents meeting to pass 
information

19
I try to bring out all school activities report through
assembly, notice board, publications, school 
magazines, etc.

20
I have disseminated the work of conducting 
activities of each clubs to different staff members 

21
I keep good rapport with the media persons

Sl.
No.

Items Always Often
Occa-

sionally
Seldom Never

22
I even call press meetings to inform the people on 
important activities of the school

23
I keep a good rapport with the board/education 
department officials

24 I have good communication skill

25
I am capable of handling wrong reporting on the 
school effectively

26
I try to pass on correct information on all activities 
of the school to all the people concerned including 
education departments 

27 I do give personal help to my staff and students 

28
I see that my institution fulfil its social 
responsibilities 

29
I strive to provide proper service benefits and 
welfare measures to my staff 

30
I give important for the office automation of the 
school

31
I implement modern teaching-leaning techniques in
my school

32
I organize orientation programmes quite often to 
equip the teaches to face the challenges in 
education
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33
I am giving much emphasis to the child centered 
education

34
I try to implement innovative methods in teaching 
learning process

35
I try to keep abreast with all latest development in 
education 

36
I avoid showing power while taking a lead role in 
setting the problems in the school without the 
situation demands 

37 I negotiate the grievances of my students
38 I negotiate the grievances of my students 

39
I have good rapport with everyone in and around 
the school

40
I help my subordinates in developing their skills to 
negotiate their personal problems

41
I insists of punctuality, regularity and neatness 
among my staff and students 

42
I plan the school activities and prepare its budget 
well in advance

43
I give proper instruction to my staffs and students 
to maintain self discipline 

44
I am strict with my staffs and students who make 
mistakes

45 I insists in providing adequate human and financial 
resources in terms of staff and income for the 
school

Sl.
No.

Items Always Often
Occa-

sionally
Seldom Never

46
I insists in providing adequate infrastructure 
facilities like classrooms, drinking water, toilet, 
labs, library, playground, etc.

47
I give emphasize in providing modern information 
technologies in education like computers, 
electronic media, edusat, etc., in the school

48
I give much emphasize to proper work distribution 
among my subordinates in the school

49
I keep an up-do-date knowledge on the 
developments in counselling and guidance services

50
I can see that any problems in the school between 
the staffs and students are resolve in my presence 

51
I can see that any problems in the school among the
students are resolved in my presence 

52
I can see that any problems in the school between 
the staffs and parents are resolved in my presence

53
I can see that the problems among the staff of the 
school are resolved in my presence

54
I can see that any problems in the school between 
the staff and the managements are resolved 

55 I see that the counselling classes are arranged for 
the staff and students for the effective handling of 
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their problems  

56
I give much emphasize to educational counselling 
to the students

57
I avoid interfering with the works of anybody in the
school unless the situation demands

58
I interact with my students and staff so as to settle 
their personal problems 

59 I treat all my subordinates equal

60
I insist on democratic way of election to various 
committees of the school

61
I am capable of solving all the problems in the 
school through a democratic approach 

62
I listen to all concerned persons before taking any 
decisions

63
I insists my subordinates to achieve strive to 
achieve the objectives of the school

64
I strive to achieve high academic standard of the 
school

65
I am determined to give emphasize to the co-
curricular and extracurricular activities for the 
overall development of the students

66
I give much importance to the remedial teaching 
for the poor performing students of the school

67
I express appreciation when my staff/students do 
good job

68
I see that my subordinates are rewarded for a job 
well done

Sl.
No.

Items Always Often
Occa-

sionally
Seldom Never

69
I stimulate my implementing new ideas on 
education in the school

70
I encourages my staff and students to bring out 
their inherent talents
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Appendix – II 

School Efficiency Scale
Please put (� ) against your Responses 

Sl.
No.

Statements Yes No

1 Our school is a renowned institution of the locality.
2 The presence of our school has given a special identity to the locality.

3
The presence  of  our  school  has  become a  reason for  the better  infrastructural
development of the locality.

4
Our  school  undertakes  at  least  one  interschool  competition  every  year  in  the
school itself so as to get the students good exposure.

5
Our  school  secures  more  prizes  in  interschool  competitions  conducted  at
regional/state level compared to other schools in the locality.

6 Our school takes a lead role in the activities of the association of the schools.

7
The presence of our school becomes a factor to find a livelihood to the people of
the area in many ways.

8
Our school has good liaisonship between the various departments and local body
offices. 

9
Our school does liaison activities with the neighbouring schools on behalf of the
Board/Education Department occasionally.  

10 Our school assures adequate safety and security of its staff and students.

11
Our school assures all the service benefits and leave facilities to its staff as per the
government norms.

12
Our school monitors its activates and facilities from time to time for imparting a
quality education to its students. 

13
Our  school  organizes  various  orientation  programmes  to  disseminate  latest
information to its staff.

14
Our  school  convene  monthly  meeting  of  the  staff  and  parents  to  pass  on
informations. 

15
Our  school  conduct  at  least  weekly  assembly  to  disseminate  information  to
students. 

16 Our school conducts parents meeting to disseminate information to them.
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17
Our school calls for press conferences whenever there is a noteworthy programme
in the school.

18
Our school takes the services of the media to inform the activities of the school to
the public.

19
The  neighbouring  schools  quite  often  depend  on  our  school  for  various
informations.

20
Our school publishes its own news bulletin/magazine or any similar publications
to keep the public inform about the activities of the school.

21
Our  school  plans  its  yearly  activities  in  advance  and  inform  the  students
accordingly.

22 Our school has undertaken office automation for its better functioning. 

23
Our school  provides with modern teaching-learning techniques  to  its  staff  and
students. 

24 Our school has club activities to improve the inherent talents of its students.
25 Our school takes up innovative method of teaching and learning techniques.
26 Our school has club activities to improve the literacy talents of the students.
27 Our school has club activities to improve the artistic talents of the students.
Sl.
No.

Statements Yes No

28 Our school has club activities to improve the sports talents of the students. 
29 Our school has a proper system to negotiate the problems among its staff/students.

30
Our school maintains a conducive atmosphere for both its staff and students to
function in the school.

31 Our school seldom faces any strike by is staff or students.
32 Our school has a good Head/Management-Staff relationship.
33 Our school maintains good discipline.
34 Our school inculcates social values among its students.

35
Our school  places  all  its  academic,  co-curricular  and budget  activities  well  in
advance.

36 Our school does not allow anybody to deviate from its policies and programmes.
37 Our school gives its priority to keep inside and outside neat and clean.
38 Our school has adequate land, buildings, and rooms for all is activities. 
39 Our school has adequate number of classrooms.
40 Our school has adequate number of staff rooms.
41 Our school has adequate bus facilities.
42 Our school has adequate number of laboratories.
43 Our school has adequate mathematics lab facilities.
44 Our school has adequate computer lab facilities. 
45 Our school has adequate play ground facilities. 
46 Our school has adequate gymkhana facilities. 
47 Our school has adequate sports room facilities. 
48 Our school has adequate space for extra-curricular activities. 
49 Our school has adequate electricity, toilets and drinking water facilities. 

50
Our school has counselling and guidance cell activities to reduce the mental stress
of the students. 

51 Our school provides guidance and counselling to its students, staff, and parents.

52
Our  school  organizes  counselling-oriented  seminars  (like  seminar  on  learning
disorders, examination phobia, etc.,) to its students.

53 Our school maintains good teacher-pupil relationship.
54 Our school maintains an unbiased approach towards its staff and students. 
55 Our school conducts democratic way of election to elect any committees/councils
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of students/staff.
56 Our school takes the decision in any meeting on the basis of majorities agreement.
57 Our staff is given leave and other benefits as per government norms.
58 Our school organizes tour programmes for staff.
59 Our school provides remedial teaching for its weaker students.
60 Our school takes up community development programmes every year.

61
Our school strives to achieve a high academic standard through an excellent result
in its board examinations.

62
Our school secures cent per cent results in board examinations at least for the last
three years.  

63 Our school rewards the staff and students who put in good service to the school.
64 Our school provides scholarship to its meritorious students.

65
Our  school  provides  scholarships  to  its  economically  backward  students/girl
students.

Appendix – III 

An Opinion Survey for Heads of Schools
(on Managerial Role Performance and School Efficiency)

Given below are certain items pertaining to the opinion of heads of schools on the
managerial  role performance and its influence on efficiency in the schools affiliated to
CBSE/ICSE/State Board.  As the head of the school you are requested to give your opinion
for each statement.  If you agree with the statement kindly put a ( �)  mark against Strongly
Agree (SA), or Agree (A).  If not, put the ( �)  against Strongly Disagree (SD), or Disagree
(D).  If you are unable to chose either of the above, put the ( �)  mark against the Undecided
(U) category.   

Sl.
No.

Statement SA A U D SD

1
The presence of Heads during the visit of the VIP of the localities will
increase the image of the school.

2
The  Heads  who  act  as  a  figurehead  by  attending  al  the  invited
functions will lead to good inter-personal relationship which help in
efficient working of the institution.  

3
Heads who takes lead in organizing various interschool competition in
the school will increase the efficiency of the institution.

4
Head  with  up  to  date  knowledge  of  all  the  relevant  rules  and
regulations will improve the efficiency of the school.

5
The head with good leadership quality will help in the development of
the school

6
The effective liasioning of  the head of the school with staff students,
parents and the society will result in efficient working of the school.

 

7
The Heads who takes initiatives to gather informations necessary for
the working of the school from all relevant sources will increase the
efficiency of the school.

8
The Head with proper liaisonship will help in efficient working of the
school.

9
The Heads who take the initiative as a monitor to safe guard the safety
and security of the staff and students will result in efficient working of
the school.
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10
The  Head  who  disseminate  information  properly  will  result
inefficiency of the school.

11
The Heads  who disseminate  the  work of  conducting various  clubs
activities will increase the efficiency of the school.

12
The Heads  who disseminate  the  work of  conducting various  clubs
activities will increase the efficiency of the school.

13
The  Heads  should  pass  all  relevant  information,  of  the  school
activities  to  the  public  through  various  medium  for  the  efficient
working. 

14
The  Heads  should  possess  an  effective  communication  skill  in
efficient working of the school.

15 The Heads should be an enterprising person for an efficient working
of the school.

Sl.
No.

Statement SA A U D SD

16
The  Heads  should  take  up  office  automation,  modern  teaching-
learning technique etc., for the improvement of the school.

17
The Heads should initiate the schools to take up social responsibilities
to improve the image of the school.

18
The  Heads  who  take  up  orientation  for  teachers  and  innovative
teaching  methods  will  improve  the  educational  standard  of  the
schools.

19
The Heads should be a disciplinarian to improve the efficiency of the
school.

20
The  Head  should  insists  for  punctuality,  regularity  and  neatness
among the staff for the efficient working of the school.

21
The Heads who plan and budget all the activities well in advance will
improve the efficiency of the school.

22
The Head who doesn’t allow anyone to deviate from the policies of
the school will give rise to the efficient working of the school. 

23
The Heads should be an effective resource allocator for the efficiency
of the school.

24
The  Head  should  take  initiative  to  provide  proper  infrastructural
facilities for the efficient working of the school

25
The Head should provide proper work distribution to the staff for the
efficient working of the school.

26
The  Heads  who  have  effective  negotiations  skill  will  improve  the
efficiency of school.

27
The Heads who doesn’t allow to crop up problems in the school will
improve the efficiency of the institution.

28
The Head should take up staff and students welfare measures for the
efficiency of the school.

29
The Head should take up staff and students welfare measures for the
efficiency of the school.

30
The Head should  treat  all  equally  for  the  efficient  working of  the
school.

31
The Head should act in a democratic way for the efficient working of
the school.

32
The Head should strive hard to achieve high academic standard of the
school.

33 The  Head  should  give  adequate  importance  to  the  extra  and  co-
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curricular activities for the development of the students.

34
The Head should arrange remedial teaching to the underachievers to
improve the efficiency of the school.

35
The Head should appreciate the staff and students who are good in
their work for the efficient working of the school.

36
The Head should motivate the students and staff to enable them to
bring out their inherent talents for the efficiency of the school.

37
The Head should  take  a  necessary  steps  to  reward  those  staff  and
students  who does  excellent  performance  for  the  efficiency  of  the
school.

Appendix – IV

Role Performance Effectiveness Scale

Given below are four statements pertaining to the opinion of Heads of Schools on
the effectiveness of managerial role performance as evidenced in general by infrastructural
development, staff developments, students development and community development.

As  the  Head  of  the  school  you  are  requested  to  give  your  opinion  for  each
statement.  If you agree with the statement kindly put a ( �)  mark against Strongly Agree
(SA), or Agree (A).  If not, put the ( �)  against Strongly Disagree (SD), or Disagree (D).  If
you are unable to chose either of the above, put the ( �)  mark against the Undecided (U)
category.   

Sl.
No.

Statement SA A U D SD

1
I consider that the managerial role performance by heads of schools
has its effect on infrastructural development

2
I consider that the managerial role performance by heads of schools
has its effect on staff development

3
I consider that the managerial role performance by heads of schools
has its effect on student development

4
I consider that the managerial role performance by heads of schools
has its effect on community development
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Appendix – V

Managerial Role Preference Index

The heads of schools are expected to perform various roles as managers.  Given
below are a few real / hypothetical roles which are to be ranked as per their importance.
Kindly rank them form 1 to 4 on the basis on your experience in this context.

Sl.
No. Role Rank

1 Interpersonal Role 
(Dealing with students, teachers, management and public)

2 Informational Role 
(Dealing  with  knowledge  of  rules  and  regulations  related  to  schools,
passing on information to the people through newspaper, magazine, TV,
etc.  

3 Decisional Role 
(Dealing with the resource allocation for proper functioning of the school,
adopting modern teaching-learning techniques, etc.

4 Diplomatic Role
(Dealing with the successful handling of problems in the school, initiates
steps to motivate and to create a sense of dedication among the staff and
students. 
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