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Ilepiinyn

To oyoAeio eivarl €vag amd TOLG MO GNUAVTIKOVG OPYOVIGHOVS TNG EAANVIKNG
KOW@VIiOg Kol 1 6ovdadTNTA TOL AVTIOVOKAATAL GTO YEYOVOS OTL 1| Agttovpyio Tov
Kol oto Tpio EKTAOELTIKG emimeda avaiapPavetor and 1o Kpdtog. H mapovoa
OWMAMUOTIKY]  €pyOciol  EMIKEVIPMOVETOL OTNV  Myecio. kKot ot Oloiknon tev
EKTOOEVTIKAOV ~ OPYOVIGUADV MOV  OMOTEAOVV  TO  UEYOADTEPO TOGOGTO NG
devtepofadog ekmaidgvonc, dmiadn twv Muvaciov kot Avkeiov.

H emruymuévn Aertovpyio tov oyoieiov e€aptdror oe peydro Pabud amd tov
avOpOTIVO TPAYOVTA 0 0TTOT0G EUTAEKETOL GTNV SOOKTIKY KOl OIOTKNTIKN O1001KOGT0L.
Atvetan épeaon 6to poAo 0 d1eLBLVTH TOL dNUOGIOL GYOAEIOV, O 0TTO10G gV TTPEMEL
Hovo vo. ekteAel TOL SOTKNTIKA TOL KOONKOVIO OAAQ TPEMEL VO, EUMVEEL Kol VO
KkaBodnyel TOVG CLVAGEAPOVS TOL — EKTOLOEVTIKOVG, Vo, tvan dnAadn €vag nyémgc. O
pPOAOG OVTOC amottel CUYYXPOVES OVTIMYELS Yoo TNV MYESio Kol €miyveon OTL ot
exmodevTIKol elval dMUOcol vTdAANAOL, e LVYNAL TpocsovTa, otabepés apolPés, ot
omoieg 0ev €€oPTAOVTAL OO TNV TOPAYOYIKOTNTO TNG EPYACING TOL TPOGPEPOLV, KOl
TOAD TEPOPICUEVO POAO OTN OYedlOoN TNG EKTOOEVTIKNG Oldkaciog AOY® TOL
OLYKEVTPOTIKOD YOPAKTIPO TOL EAANVIKOD EKTOOEVLTIKOV GLGTNLOTOG,

H mopovoo dumiopatikn epyocio SlEpevva TNV €QOPUOYT] CUUUETOYIKOV
Hope®v nyeciog amd tovg devbuvtég MNpvaciov kol Avkeiov kotd v doknomn Tov
SIKNTIKOV Tovg Konkovtwv. ITo, cvykekpiuéva eEetdlel v n €poapuoyn TV
CUUUETOYIKAOV LOPP®V NYeciag Bewpeitat amd T0 GUVOAD TOV EKTAUOEVTIKOD KOGLOV
®G TO MO OTOTEAECUATIKO HOVTEAO MYEGIOC TO OMOI0 OVTOTOKPIVETOL OTIG AVAYKES
TOV EKTOOEVTIKOV OAAG Kol To omoio aflomolel 610 UEYIOTO dvvatd Pabud Tig
SLVOTOTNTEC KOl TOL TPOGOVTIO TOV KAONYNTOV KOTA TNV GOKNOT TOV OO0KTIKMOV KOl

YPUPELOKPAUTIKMV TOVS KAONKOVI®V.

Aééerg-kie1ota: Hyeolo, Hyétmg, Ocopiec Hyeolag, Zvppetoywrn Hyeoia,
Hyetucr Zoumeprpopd, Aoiknon AvOpomvev Iopov, Ilpoictauevog-Mdvatlep,
AevBovig, KaOnynmc.



Summary

The school is one of the most important social institutions and its importance is
reflected on the fact that the State undertook the organization and management of the
three levels of Greek Educational System. This dissertation focuses on the leadership
and management of the main secondary educational institutions, (Junior and Senior)
High Schools. The successful operation of the schools largely depends on the human
resources involved in the teaching and administrative process. Thus, we research the
role of the public school headmaster who should not only perform his duties but also
inspire and guide his colleagues, that is, be a leader. This role requires modern
concepts of leadership and awareness that teachers are civil servants with high
qualifications, permanent standard salaries no matter what their productivity is, and
very limited involvement in school's project planning due to the centralization of
Greek Educational System. The challenge of this dissertation is to confirm the
positive results associated with the implementation of participative leadership styles at
Greek schools. It examines whether the implementation of participative leadership
models is the most effective way both for meeting the needs of educators and for the
utilization of the maximum of qualifications and skills of teachers in their teaching

and bureaucratic duties.

Key words: Leadership, Leader, Leadership Theories, Participative Leadership,

Leader Behavior, Human Resource Management, Manager, Headmaster, Teacher.
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Chapter 1: Introduction

Public educational organizations have particular structure and they are
distinguished from the rest profit or non-profit organizations. But this characteristic
does not exempt schools from the obligation to operate effectively, to manage with
rationality material or intangible resources, and to improve the quality of the offered
services (Hatzipanagiotou P., 2003). In this framework the presence of the school
Principal is justified, who, according to Andreou (1998), exercises administrative and
supervisory tasks such as: he/she has direct supervision of the school, which he/she
represents to all of its relationships, b) ensures the proper and normal operation of the
school, c) holds the record and the official documents of the school d) is responsible

for implementing the school law etc.

In the meeting concerning the administration of the school which took place in
the faculty of philosophy in Aristotle University in Thessaloniki (Papanaoum &
Hatzipanagiotou, 2003) it is argued that there are two important functions of the
school administration: "participation” and “programming”. Particularly the first
function, which implies to participative model of administration, is being projected,
nowadays, as the fundamental condition for the improvement of the school work. In
this dissertation we will put emphasis to this dimension of the school administration,
the positive results of which will be examined in the next chapters.

This dissertation pertains into Human Resources Research area, and is classified
into sectoral study (Public Education). It will make use of primary research i.e.
questionnaire and descriptive and inferential statistics as methodological tools will be
used.

The acceptance among teachers of the participative decision making model has
been examined by a survey which has been conducted and has given us very
important and interesting results. The survey has implemented in the form of an
anonymous questionnaire which has been delivered to teachers of gymnasiums and
lyceums of Regional Unity of Kilkis. What this survey has proved is the big
acceptance of participative administrative practices from the majority of the teachers

of secondary education of Kilkis.
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The results confirm the assertion that in schools there are the conditions which
needed in order the participative leadership styles to flourish and to give their
advantages concerning effectiveness, productivity and teachers satisfaction.

Before we end this introduction, it would be useful to make a synoptical
presentation of the content of the chapters that constitute this dissertation.

The second chapter presents in general the form of the Educational System in
Greece and analyses the structure and function of the secondary educational level with
particular emphasis to Gymnasiums and Lyceums.

The third chapter deals with the role and responsibilities of a school
Headmaster/Headmistress. The main question which this chapter answers is “what
does the Greek legislation say about the person who leads and administrates our
schools?”. Also, a brief and selective literature review concerning the role of the
school Principal is presented.

In the fourth chapter we provide a brief presentation of the main motivation and
leadership style theories which possess dominant position in Greek and international
relevant literature.

The fifth chapter examines in detail the conditions and the framework where a
participative leadership style would flourish. Also the pros and cons of this style are
exhibited.

In the sixth chapter we analyze the research method that we have implemented
for the needs of the dissertation.

The seventh chapter presents the results of the research. Graphs, tables and
statistical elements are provided which demonstrate the findings and the data being
extracted from statistical procedures.

Finally, in the eighth chapter we make a discussion about the results and

conclusions that stem from the research.
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Chapter 2: The structure and function of a public secondary
school

According to Kotsikis (1993), the sixteenth article of the Greek constitution
refers to the education as a basic mission of the state, and determines the purpose of
the education which is: the ethical, mental, professional and physical education of the
Greek people as well as the development of national and religious consciousness and
their formation as free and responsible citizens.

The Greek Educational System consists of three successive levels:
Primary, Secondary and Tertiary education level.

Primary education is divided into Pre-school Education which is offered
by kindergartens, and Compulsory Primary Education which is offered by Primary
schools.

Secondary education is available in two cycles, Compulsory Lower Level
Secondary Education and Upper Secondary Education which is offered by the General
Lyceums as well as the Technical VVocational Educational Institutes.

Tertiary educationis divided into University education available
from Universities and non-university education, which is offered by Higher
Technological Educational Institutes and Higher Education Institutes. Postgraduate
courses are also available at Tertiary education level (http://www.ekep.gr, accessed
5/1/2016).

In 1997 an effort was made by UNESCO to internationally classify educational

systems based on seven levels of education which were described in the International
Standard Classification of Education - ISCED 1997. These levels of education are:

Isced level O - Pre-school education

Isced level 1 - Primary education

Isced level 2 - Lower secondary education

Isced level 3 - Higher secondary education

Isced level 4 - Post-secondary, non-university education

Isced level 5 - University education

Isced level 6 - Postgraduate studies

The diagram which follows shows the structure of the Greek educational system

and its relationship with the system of initial and continuing vocational training, in an
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effort to follow the International Standard Classification of Education - ISCED
prepared by UNESCO.
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Figure 1 Greek Educational System
[Source: National Resource Centre for Vocational Guidance - Euroguidance
Centre of Greece (EKEP- NRCVG)]
The above ISCED classification was initially developed by UNESCO in the

mid-1970s, and was first revised in 1997 and further review of ISCED was
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undertaken between 2009 and 2011 involving extensive global consultation with
countries, regional experts and international organizations. The revision took into
account important shifts in the structure of higher education, such as the Bologna
process in Europe, expansion of education programmes for very young children, and
increasing interest in statistics on the outcomes of education, such as educational
attainment. The revised ISCED 2011 classification was adopted by the UNESCO
General Conference at its 36th session in November 2011. Major changes between
ISCED 2011 and ISCED-97 The ISCED 2011 classification is an important step
forward in a long-term consultative process designed to improve the comparability of
international statistics on education.

Some major changes between ISCED 2011 and ISCED-97 are the following:

* ISCED 2011 classification includes improved definitions of formal and non-
formal education, educational activities and programmes.

» Compared to ISCED-97 which had seven levels of education, ISCED 2011
now has nine levels of education. In fact, higher education has been restructured
taking into account changes in tertiary education, such as the Bologna structure, and
now comprises four levels of education compared with two levels in ISCED-97.

* Each education level within ISCED has also been more clearly delineated,
which may result in some changes of classification for programmes that previously sat
on the border between ISCED levels (for example, between ISCED levels 3 and 4).
About the new ISCED 2011 classification About the new ISCED 2011 classification
24 Education at a Glance 2015: OECD Indicators © OECD 2015

* The complementary dimensions within ISCED levels have also been revised.
There are now only two categories of orientation: general and vocational.
Programmes previously classified as pre-vocational (in ISCED-97) do not provide
labour-market relevant qualifications and are now mainly classified as general
education (OECD, 2015)

14



Table 1 Differences between 1997 and 2011 ISCED education levels

Comparison of levels of education between ISCED 2011 and ISCED-97

ISCED 2011 ISCED-97

01 | Early childhood educational development -

02 | Pre-primary education 0 [Pre-primary education

1 |Primary education 1 |Primary education or first stage of basic education

2 | Lower secondary education 2 |Lower secondary education or second stage of basic education

3 |Upper secondary education 3 |({Upper) secondary education

4 [Post-secondary non-tertiary education 4 |Post-secondary non-tertiary education

5 |Short-cycle tertiary education First stage of tertiary education (not leading directly to

6 |Bachelor’s or equivalent level 5 |an advanced research qualification) (34, 5B)

7 [Master's or equivalent level

8 |Doctoral or equivalent level 6 Second stage of tertiary education (leading to an advanced research

qualification)

(Source: http://www.oecd-ilibrary.org)

2.1. Secondary education

The holistic, harmonious and balanced development of the students in order to
be evolved to complete personalities and to live creatively is the main purpose of the
Secondary Education in Greece (Low 1566/85).

Secondary education consists of two parallel cycles: The Compulsory
Secondary Education which is provided by Gymnasiumand Post-compulsory
Secondary Education which is provided by Lyceum (General and Professional)

Structure, duration and goals of Gymnasium - GEL (ISCED level 2)

The Gymnasium covers the three final years of compulsory education and
constitutes the lower level of secondary education. The Gymnasium is for pupils aged
12 to 15 years.

Gymnasium helps pupils to widen the scope of their values, to supplement and
combine the acquisition of knowledge with the corresponding social problems, to
cultivate their powers of verbal expression, to achieve normal physical development,
to familiarize themselves with the various forms of art, to develop aesthetic judgment,
and to become aware of their abilities and skills, inclinations and interests.

The Gymnasiums are day schools, but some operate during the evenings.
Evening Gymnasiums are open to working pupils over 14 years old. Besides, there are
also Music Gymnasiums, Multicultural Education Gymnasiums and Gymnasium sport
departments.

Remedial teaching is available for Gymnasium pupils with learning difficulties
and for foreign students. They attend special courses in the problem subjects. In

parallel, there are Special Gymnasiums and induction classes for children with special
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education needs. Finally, since 1996 is adopted Multicultural Education designed to
meet the educational needs of social groups with a particular social, cultural or
religious identity.

Assessment is based on day to day oral tests and the general involvement of the
pupil in the learning process, on short written tests, on written tests given without
warning during the school year and, finally, on written examinations at the end of the
school year.

At the end of the school year pupils who fail certain subjects must take a repeat
examination in September. Those who fail again must repeat a year, while pupils in
their final year have the right to re-sit the regular examinations.

Pupils leaving the Gymnasiums are given a leaving certificate which entitles
them to move on to higher-level secondary education. Besides, Gymnasium leavers of
over 18 years of age may enroll at Vocational Training Institute (IEK) departments in
certain specializations, where they study for two semesters and obtain Vocational
Training Certificate Level 1.

Structure, duration and goals of General Lyceum - GEL (ISCED level 3)

The General Lyceum was set up (firstly as Unified Lyceum) under the
educational reform of 1997 by Act 2525 and replaces the old-style Lyceum. Its goal is
to develop the pupils' all-round skills and abilities and to prepare them for a
responsible role in modern society. The system's main characteristics are the emphasis
on general education and the wide opportunities it offers for horizontal and vertical
transfer to other equivalent or higher levels of the education system.

The General Lyceum consists of three classes and study lasts three years.
Holders of a Gymnasium leaving certificate are admitted to the first class of the
General Lyceum without examinations.

Educational curricula: Class 1(alfa) of the General Lyceum includes general
knowledge subjects, which constitute a common core for all pupils. During Class 2
(beta) the pupils must choose lessons from one of the following fields (orientations):
Humanities or Science orientation. However, they are free to switch from one
orientation to another after mid-October each year. In Class 3 (gama) there are
orientation lessons — Humanities, Science, Economics and Information- lasting 15
hours a week. In parallel, pupils in Classes 2 and 3 attend general knowledge lessons
lasting 30 and 15 teaching hours a week respectively. Elective subjects are provided

to 1 and 2 Classes of the General Lyceum lasting 2 teaching hours.
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Examination
At the end of Class 3 the pupils take examinations both at school and national
level with a view to obtaining the General Lyceum Leaving Certificate or to achieve
access to tertiary education, respectively.
In summary, holders of the General Lyceum Leaving Certificate have the
following opportunities:
a) They may seek employment in the public or private sector,
b) They may seek admission to the Universities or the Technological
Educational Institutes (TEIls), by sitting the annual national examinations, or

c) They may attend public or private Vocational Training Institutes (IEKs) to
obtain a Training Certificate equivalent to a post-secondary vocational
training qualification.

Besides day schools there is also evening General Lyceum offering four-year
courses for young workers. There are also General Musical Lyceums, General
Ecclesiastical Lyceums, General Lyceums with a sports department and General
Lyceums for multicultural education, as well as Special General Lyceums and
integration classes for pupils with special education needs.

Structure, duration and goals of Professional Lyceum -EPAL (ISCED level 3)

The Professional Lyceums (EPALS) are attached to the Ministry of Education,
Research and Religious Affairs, although some are supervised by other Ministries and
some by the Greek Manpower Employment Organization (OAED). Pursuant to Act
2640/1998, their objective is to provide both general education and specialist
technical and vocational skills to prepare pupils for the labour market.

Besides day schools, there are also evening EPALs for workers aged up to 50
who wish to improve their job prospects. The applicants are accepted without
examination but must possess either a Gymnasium leaving certificate or an equivalent
certificate issued abroad.

Studies at the EPALs last up to three years and consist of two independent
cycles covering specific fields and specializations. Cycle 1 lasts two years and Cycle
2 lasts one year, while in the evening EPALSs an extra year is added to Cycle 1 and six
months to Cycle 2. The curriculum includes basic lessons in general education and
technological lessons (theoretical and laboratory) in specific fields and specializations

(http://www.ekep.gr/english/education/deuterobathmia.asp).
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Chapter 3: The role of the public school headmaster

Dominant element in the success of the objectives of the school unit as an

organization is the role of the Headmaster/Headmistress who is the leader of the

school and at the same time he/she is a public servant appointed by public education

authorities. Principal as a leader acts in accordance with the expectations of the team,

i.e. teachers and students, but as a public servant tries to behave according to the

expectations of superiors of the educational pyramid (Saiti & Saitis, 2011).

There are motivation theories that search the mechanisms which motivate

people in order things to be done right making usage all of the people qualifications

and skills. In this concept, the Principal has to

know teachers’ feelings or thoughts when do or do not do school activity,
give emphasis to praise and encouragement and to show understanding to
teachers problems,

inform his colleagues/teachers what they have done, for what reason
something must be done etc., as members of a team want to know these
things,

be a prototype for his subordinates,

reject techniques that are based only to orders,

to create conditions of trust and confidence (Saiti & Saitis, 2011)

3.1. The role of Principal according to Greek legislation

According to the Article 27 of the educational law 1340/2002, referring to
“DUTIES AND RESPONSIBILITIES OF HEADMASTERS”, the Headmaster (or

Headmistress) is located on the top of the school community and he/she is the

administrative, scientific and pedagogical responsible in this area.

In particular, the Headmaster/Headmistress:

» Directs the school community to set high goals and ensures the conditions

for achieving them in order a democratic school to be created which is open
to the society.

Directs and assists teachers in their work, especially the youngest, takes
educational and pedagogical initiatives and must be a prototype.

Ensures that school becomes main training module for teachers on

administrative, pedagogical and scientific issues.
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Shall head teachers and coordinates their work. He/she collaborates with
them on an equal footing and in a spirit of solidarity. He/she maintains and
enhances the consistency of the teaching personnel, softens contrasts,
encourages initiatives by teachers, inspiring and providing positive
incentives to them.

Checks the progress and directs teachers to respond promptly their
commitments. Finally, evaluate teachers as the law stipulates.

The article 28 of the same law states that Headmaster:

Represents the school in all its relations with third parties.

Is at school during all working hours and is responsible for the smooth
operation of the school and the coordinating school life.

Implements laws, presidential decrees, regulatory decisions, circulars and
departmental mandates of Executive Managers, is responsible for
compliance with them and implements the decisions of the Association of
Teachers.

Promotes, in cooperation with the Association of Teachers, the Director of
Education or Head Office and School Advisors, the function of
supplementary support teaching, remedial teaching, reception classes,
tutorial classes, extended time segments, day schools and other educational
innovations, and he is responsible for the organization and their operation.
Forms with his act the committees for the examination, for the collection of
documents and issuing of results and many others provided for the
operation of the school.

Compiles the evaluative reports on the teaching and administrative staff, as
provided by law.

Informs teachers, parents and pupils on educational policy objectives and
school work.

Updates and keeps the files of official changes in school education and, on
transfer, transmits them to their new schools.

Is managing salary statements of school staff and is assisted in this work by
a teacher being assigned by the teachers' association.

Is responsible for collecting and sending of clearing elements of staff
remuneration of the school unit to the Office or the Administration of
Secondary Education (amended by no. 841/72 /1B MD - GG 1180/2010).
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» Has the pedagogical responsibility for creating a positive climate in the
school and to develop harmonious relations among members of the school
community.

» Informs new staff about the rights and obligations and provide copies of
key laws, decisions and circulars related to education.

» Appoints a legal deputy, in case, more than one Deputy Principals are
serving at school and allocate responsibilities and tasks to them.

> Is responsible, in cooperation with the Deputy Principal, the school
secretary and the responsible teacher for the maintenance of school
correspondence and all kinds of books and documents provided by the
applicable provisions.

» Ensures the implementation of every measure which contributes to the
better operation of the school.

» Grants any leave to teaching and administrative staff of the school unit
according to Articles 48, 50 (special) 53 par. 6-7 (school performance
monitoring), 54 (sick) and 60 (examinations) of Law 3528 / 2007 (26), as
applicable, promptly informing the relevant Director of Education. (Added
by yp.ar.F.353.1/ 26/153324 / D1/ 09.25.2014

3.2. School Principal: manager or leader

The management problems are universal and many authors, academics,
researchers of practitioners have elaborate many pages advising how to manage
people (Cohen, 1993). When speaking about managing people the discussion goes to
the person who manages people, the manager. Managers exercise wider set of
functions than leaders and the difference between manager and leader is that
managers use authority, are concerned about things if they are done in the right way
and efficiently. On the other hand leaders emphasize change and improvement, they
see to visualize the right thing to do and this is tried by questioning practices and
possibilities (Cook at al., 1997)

Having in mind that the Principal is mainly a leader than a manager, in the next
chapter we will present the dominant leadership theories that explain in a great degree

the way each leader behaves towards followers.
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Chapter 4: Leadership theories

“The spirit of an organization is created from the top. If an organization is great
in spirit, it is because the spirit of its top people is great” (Drucker, 2004). On the top
of the organization stands the leader, who exercises leadership. Leaders produce
results because they plan to do the things that cause results; leaders have vision, a lack
of clear vision is the main reason of organization’s failure (Allman, 2004). Leadership
plays an important role in the creation, survival and growth of organizations (Conger
& Kanungo, 1998). Effective leadership raises the productivity of employees towards
their maximum capability (Mihiotis, 2005:89). Leadership is often considered as a
normative understanding; this means that Leadership is considered to provide advice
for effective leadership, having as a result in subordinates’ or followers’ high
performance and satisfaction (Winkler, 2010). To the question “What is leadership?”’
many definitions have been given, but all converge that leadership is based on three
words: people, influence and goals. According to Daft (2010) leadership is the ability
to influence people toward the attainment of goals. This concept contains the idea that
leaders are involved with other people in the achievement of goals. Leadership occurs
among people so it is a “people” activity, which differs from administrative paper
shuffling or problem-solving activities (Daft, 2010). According to Mihiotis (2005),
leadership can be seen as the relationship between the leader and the follower for
achieving pre-set goals.

Management & Leadership

A critical part of leadership is management; if management does not exist then
leadership lacks structure. Management contributes to an efficient and profitable
organization, and manager ensures stability, control and status quo, whereas
leadership guarantees change and improvement (Allman, 2004). According to Daft
(2010), Leadership leads to questioning the existing situation so that outdated and
unproductive procedures can be replaced to meet new challenges. The following

picture summarizes the main differences between manager and leader
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MANAGER LEADER
QUALITIES QUALITIES

SOURCE: Based on Cenevieve Capowski, “Anatomy of a2 Leader: Where Are
the Leaders of Tomorrow?"” Managsment Review (March 1994): 12.

Figure 2 Manager vs. Leader (Daft, 2010)

As any organization wants to combine stability and vision we can reach the
conclusion that Leadership cannot replace management; it operates in addition to
management (Daft, 2010).

Several leadership theories or models or approaches have been emerged that help
us understand the way leaders act in various situations (Mihiotis, 2005). We refer
briefly some of them in order to give a sense of the great effort made by many

scholars to give an explanation how leadership works.
4.1. Main Leadership Theories

4.1.1. The Four-Framework Approach (Bolman and Deal)

According to this theory, leadership may fall into four types of frameworks: a)
Structural framework, where leaders focus on structure, strategy, environment,
implementation, experimentation and adaptation, b) Human resource framework,
leaders believe in people and communicate that belief, c) Political framework, leaders
clarify what they want and what they can get and they assess the distribution of power
and interests, and d) Symbolic framework, leaders view organizations as a stage or

theatre to play certain roles and give impressions (Mihiotis, 2005).
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The leadership style in each framework can either be effective of ineffective,
depending upon the chosen behaviour under the existing situations (Mihiotis, 2005).

4.1.2. The Managerial Grid (R. Blake and J. Mouton)

This theory focuses in two basic leadership concerns: concern for production
and concern for people (Mihiotis, 2005). Blake and Mouton treated the two leadership
concerns as two dimensions, each having a 9-scale gradation forming a 9x9 matrix or
a (managerial) grid. Five leadership styles identified on the managerial grid:
Impoverished management, Country club management, Organization management,

Authority obedience and Team management (Mihiotis, 2005).

High
91,9 9,9
L 3
o ,| Country Club | Team Leader
Q
Q. ¢
o
L 5
s 4
o
o 3 Impoverished Authoritarian
(@) 2
O
1111 9.1 .
Low High
1 2 3 4 5 6 7 8 9
Concern For Task
By Blake & Mouton

Figure 3 Blake & Mouton Managerial Grid
(Source: http://www.makeadentleadership.com)

4.1.3. The Seven Leadership Patterns Theory (Tannenbaum and Schmidt)

Tannenbaum & Schmidt theory is searching the relationship between the level
of freedom a manager chooses to give to a team and the level of authority used by the
manager. Seven leadership patterns have been defined (Mihiotis, 2005) that operated
in a continuum from boss centered leadership (use of authority by the manager) to
subordinate centered leadership (freedom for subordinates). These patterns are as
follow (Mihiotis, 2005),

Pattern 1: The manager makes the decision and announces it to the group.
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Pattern 2: The manager makes the decision, then convinces the group that the
decision is right.

Pattern 3: The manager presents ideas and invites questions.

Pattern 4: The manager presents tentative decision to the group.

Pattern 5: The manager presents problems, gets the group’s suggestions, then
the manager makes the decision.

Pattern 6: The manager defines limits and asks the group to make the decisions.

Pattern 7: The manager permits subordinates to function within limits defined
by the superior.

In selecting a leadership pattern a manager takes under consideration: which
pattern he himself prefers, what kind of participation his subordinates prefer to

exercise, and the situation (Mihiotis, 2005).

4.1.4. Contingency Theory of Leadership (F. Fiedler)

According to Contingency theory effective leadership is a result of interaction
between leadership style and situational favorableness (or environmental variable).
Situations create different leadership style requirements, so leaders must match their
style, whether task or relationship oriented, with the demands of the situation
(Mihiotis, 2005).

For classifying leadership styles, Fiedler developed an index, which he named
the Least Preferred Coworker scale (LPC scale). An LPC scale asks the leader to think
which, among all persons that he has ever cooperated with, was the one he had ever
worked the least well with. The leader is asked to describe this person with the use of
a provided series of bipolar scales with a graduation of 1 to 8, bearing characteristics
from task orientation to human relations orientation respectively. A high LPC score
for a coworker means that the leader gets satisfaction from interpersonal relationships
with this person and as a consequence he seeks to create good interpersonal
relationship, while the leader who rates his least preferred coworker with a low LPC
score get satisfaction from successful task performance, so he seeks to be successful
in the accomplishment of his tasks (Mihiotis, 2005).

Fiedler suggested also that there are three important situational dimensions that
influence a leader’s effectiveness (Mihiotis, 2005). Their characteristics are,

Leader-member relations: It describes the degree to which employees accept the

leader.

24



Task structure: It determines the degree to which the subordinates’ jobs are
described in detail as to be structured or unstructured, routine or non-routine.

Position power: It determines the power inherent in the leadership position, in
other words the amount of formal authority the leader possesses (Mihiotis, 2005).

Fiedler suggests that there are only leaders who perform better in some
situations, but not all situations. Almost anyone can be a leader by carefully selecting
those situations that match his or her leadership style (Mihiotis, 2005).

Fiedler’s work is not without problems or critics, i.e. there are situational
variables, like training and experience, which have an impact on a leader’s
effectiveness. There are also some uncertainties about Fiedler’s measurement of
different variables (Mihiotis, 2005).

However, despite criticisms, Fiedler’s theory became an important discovery in
the study of leadership. His theory made a major contribution to knowledge in the
leadership area (Mihiotis, 2005).

4.1.5. Path-Goal Theory of Leadership (R. House)

The Path-Goal theory is a contingency theory that connects motivation with the
performance. The theory states that a leader may display four different types of
leadership styles (Mihiotis, 2005):

Directive Leadership: The leader gives specific guidance to his subordinates for
their performance.

Supportive Leadership: the leader is friendly and shows concern to his
subordinates.

Participative Leadership: The leader consults his subordinates and gives
consideration to their suggestions.

Achievement-oriented Leadership: The leader set high-level goals and expects
his subordinates to have high-level performance.

Taking into consideration situational factors (Mihiotis, 2005), the path-goal
theory examines two categories of factors which are (a) the personality of the
subordinate (locus of control and self-perceived ability), and (b) the characteristics of
the environment (task structure, authority system and team environment or social

support).

25



4.1.6. The Vertical-dyad Linkage or the Leader- Member exchange Model

According to this theory, the leader may have a certain leadership style when
dealing with one subordinate and a different leadership style when dealing with
another (Mihiotis, 2005). His leadership style changes when dealing with different
subordinates. There are in-group members, i.e. subordinates who are close to the
leader, and all other subordinates are the out-group members. Leaders behave
differently toward subordinates depending on whether they are in-group or out-group
members (Mihiotis, 2005).

4.1.7. Charismatic Leadership Theory

Charismatic leadership is based on a style that inspires loyalty, enthusiasm and
high performance. Charismatic leadership theories belong to most recent theories of
leadership (Mihiotis, 2005).

As far as charismatic leadership, social scientists and scholars begun to indicate
a great interest in studying this phenomenon in organizations initially in a theoretical
framework but recently it is particularly surprising the number of empirical studies
that have appeared (Conger & Kanungo, 1998). The more remarkable is the relative
uniformity of findings even though a few differences in theoretical level. The findings
show that leaders who adopted behaviors that are theorized as charismatic produce
charismatic results that the relevant theory predicts (Conger & Kanungo, 1998).

Traits of charismatic leaders could be: Self-confidence, Vision, Ability to
articulate vision, Strong communication, Behaviour out of the ordinary, Appearance

as a change agent, Environmental sensitivity (Mihiotis, 2005).

4.1.8. Servant Leadership Theory (R. Greanleaf)

The idea of the servant as leader came partly out of Greenleaf's half-century of
experience in working to shape large institutions and partly when he read Hermann
Hesse's short novel Journey to the East - an account of a mythical journey by a group
of people on a spiritual quest (Spears & Lawrence, 2002).

Servant Leadership is a practical philosophy, which supports people who choose
to serve first and then lead as a way of expanding service to individuals and
institutions. Servant-leaders may or may not hold formal leadership positions. Being a
leader has to do with the relationship between the leader and the follower. Servant
leadership encourages collaboration, trust, foresight, listening and the ethical use of

power and empowerment (Mihiotis, 2005).
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4.1.9. Transformational Leadership Theory

It is creative leadership rather than reactive, it is about learning how to shape the
future or creating new realities (Mihiotis, 2005).

The main characteristics of transformational leadership are: Idealized influence,
Inspirational motivation, Intellectual stimulation, Individualized consideration
(Mihiotis, 2005).

Some of the key points of transformational leadership are (Mihiotis, 2005):

- build and maintain self-knowledge,

- appreciate the nature of leadership itself,

- focus on concepts that express interconnectedness rather than ones that
separate,

- focus on world-mindedness rather than interdependence,

- pay attention to values, asking “why?” and “what for?”

- be capable of analyzing “social architecture” and creating a team for making
something different happen,

- build sufficient awareness of the context, the external environment.
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Chapter 5: Implementing Participative leadership models

Almost all leadership theories have an aspect of, or speak about participative
leadership with the concept of employees’ or subordinates’ involvement in decision
making processes.

Participative leadership is a dimension of participative management or
employee involvement or participative decision making, and it is based on the
stakeholders’ involvement at nearly all stages of an organization decisions processes

or functions (http://www.referenceforbusiness.com, 7/3/2016).

5.1. Brief literature review

Recent researches concerning school improvement have highlighted the role of
the Principal as the crucial and central factor in promoting and supplementing
continuous change (Pasiardis, 2012). The role of the school Principal has to be
reexamined as effective school leadership is the main means for the improvement of
the strategic design in relation with the learning effectiveness within school
environment. The challenges which the contemporary schools face as a result of
changing political situation and the competitive market needs have made bigger the
need for the implementation of the more effective leadership style (Pasiardis, 2012).

According to Christine Porath in hers digital article “The Leadership Behavior
That’s Most Important to Employees” (May 11 2015) in Harvard Business Review, in
a study of 20,000 employees around the world, she found that “being treated with
respect was more important to employees than recognition and appreciation,
communicating an inspiring vision, providing useful feedback — or even
opportunities for learning, growth, and development” (https://hbr.org/2015/05/the-
leadership-behavior-thats-most-important-to-employees).

Murray and Bruce (2011) assert that modern organizations are being pressured
to involve employees more substantively than in the past adding that changing the
level of employees’ involvement can be a challenging task. Leaders with the
participative style tend to delegate work quite frequently. They do this to assist
individual stakeholders to work in collaboration with each other and to experience a
variety of tasks and how to handle thinks for the first time (Murray & Bruce, 2011).

For Murray and Bruce (2011) some reasons for people involvement would be:

- The increasing complexity of organizations, and systems.
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- The increasing complexity of work. This complexity has as result to prevent
an individual leader from knowing or even understanding all things
concerning technology, information, legislation, internationalization, etc.,
the modern leader needs to marshal advice and resources, involving many
source people.

- The rise of the knowledge worker. Traditionally, leaders did the thinking;
followers did the work unthinkingly, to drive out variance. Today, workers
are expected to think thoroughly about their work and how it fits into the big
picture.

- The need for innovation to succeed. Creativity and innovation are more
likely suppressed in authoritarian leadership styles and more likely to thrive
in high-involvement work cultures.

- Workers want more say in their work. Today’s highly educated workforce is
less likely to “do as they’re told”.

According to Ricketts C. & Ricketts J. (2011), participative Leadership does not
necessarily assume that leaders do not make any decisions. On the contrary, it is
leading by gathering and considering input from group members. Leaders should
understand and communicate what the goals and objectives of the group or
organization are so that they can draw upon the knowledge of the members of the
group, organization, or workplace.

Given this backdrop, leaders feel pressured to dramatically increase employee
involvement and the question is, “What kind of involvement, and by whom, will
enhance the work situation?”” (Murray and Bruce, 2011)

This tool outlines a range of levels of employee involvement and provides a
checklist for choosing and implementing the appropriate level (Ricketts C. & Ricketts
J., 2011).

Effective leaders who use participative leadership in planning, effecting change,
or solving problems will meet with the affected group or organization members and
inform them of the problems, needs, goals, and objectives. Next, the participative
leader will ask for the group’s ideas about implementing changes (Ricketts C. &
Ricketts J., 2011).
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5.2. Advantages & Disadvantages of participative leadership

Advantages: According to the above scholars (Ricketts C. & Ricketts J., 2011)
the participative approach can be extremely effective when:

- Group and organization members like to feel that their ideas are important
and tend to feel considerably more committed to changes and decision
making in which they have participated.

- Group and organization members develop greater feelings of self-esteem,
belief in one’s abilities and respect for oneself, when they perceive that they
have been trusted to make competent decisions.

- Often the combined knowledge and experience of the members of a group or
organization exceed those of the leader.

- Problems that members work on collectively often generate new ideas,
created as a result of the interpersonal exchanges and discussions of various
options.

- Participation allows members of a group or organization to learn more about
implementing new programs of procedures after decisions are made.

Bush T. (2003) in his book, Theories of Educational Leadership and
Management, apart from his own theory, he summarizes the views of Leithwood,
Jantzi and Steinbach, as well as, Sergiovanni and Copland concerning Participative
leadership model. What the above researchers say about this model is that:

- It is a normative model that is based on participation, which is justified by

democratic principles and contributes in increasing effectiveness.

- It presumes that the processes of decision-making of the group have to be
the centric focus of the group.

- It will succeed in tying teaching personnel and in comforting the pressures
on headmasters.

- It makes people to be more willing to implement decisions in which they
have participated.

Disadvantages: The participative leadership approach makes certain
assumptions that, when false, can result in complications for the group or
organization. Consider the following disadvantages of the participative approach
(Ricketts C. & Ricketts J., 2011):
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- The approach assumes a considerable commonality of interest between the
leaders and their group or organization members; this might not be the
actual situation.

- Some individual members may be uninterested, resulting in apathy.

- Group or organization members might perceive the participative approach as
an attempt to manipulate them.

- The participative approach assumes that group or organization members
have the necessary knowledge and skill to implement and participate in the
decision-making process.

- Some leaders feel uncomfortable using a participative style because of their
personality type.

- Some leaders hesitate to use participative leadership for fear that they will
lose control over their group or organization members.

As can be seen from this list, participative leadership is not the answer in every
instance; it is more appropriate in some situations than others (Ricketts C. & Ricketts
J., 2011).

But concerning the administration of a school as Saitis (2008) stresses, the
Principals in exercising their administrative work in school have to communicate,
collaborate and set objectives having in mind that these activities are not implemented
in a vacuum but they require the involvement and interaction with other individuals,
teams and systems. So, school executives have to be inspired and implement the new

perception of participative administration.
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Chapter 6: Survey — Methodology

In this chapter we are going to present the survey methodology we have
implemented in order the participative leadership style and its degree of acceptance
among educational staff to be examined.

But first, we will present some elements concerning the population and the
sample characteristics.

A questionnaire has been constructed and delivered to the teachers of twenty
(20) schools, gymnasiums and lyceums, from the Regional Unity of Kilkis. Of the 20
schools, questionnaires returned from the 18 schools, that is 90% of the delivered, or
54,54% of the total schools (33) of the secondary education of Kilkis.

The population of the research consists of 541 teachers. The questionnaires that
had been delivered were 300 that is the 55,45% of the population. From the delivered
questionnaires returned 210, that is the 70% of the total questionnaires delivered.

From the 210 questionnaires, 199 teachers answered the question concerning
gender, that is 94,8% of the total. From those who answered, 83 teachers are men and
116 are women, or 41,7% and 58,3% respectively. It is extremely impressive that
the sample is so close (0,5% deviation) to the actual population percentages, see

the following table:

Men Women | Total
Population* (Teachers of Secondary Education of Kilkis) | 223 318 541
Population (the above numbers in percentages) 41,2% 58,8%0 | 100%
Sample 83 116 199
Sample (the above numbers in percentages) 41,7 % 58,3% | 100 %

*The elements come from the Personnel Department of the Administration of

Secondary Education of Regional Unity of Kilkis

Table 2 Gender Distribution between Population and Sample
From the above uniformity between population and sample percentages, as far
as the teachers’ gender, we may consider with assurance that the sample is well
representative of the population, so the results of the analysis could give us an
accurate view of the population characteristics.

Limitation of the survey could constitute the following: Approval of the Ministry

of Education for the delivered questionnaire had not asked because of the limited time

we had at our disposal. In order to counteract this limitation and to give significant
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degree of formality in the total procedure, we did not deliver the questionnaires
directly to teachers of every school but the delivery had made via the Principal of each
school. So each Principal delivered and collected the questionnaires after the
answering from the teachers.

Now we can proceed to the questionnaire’s characteristics.

6.1. Questionnaire’s structure

The questionnaire consists of three subunits: A. Personal Data, B. Part One and
C. Part Two (see Appendix A). The subunit A, Personal Data, consists of eight
questions that record the respondent’s profile. The subunit B, Part One, consists of
eighteen questions or statements which ask teachers to state how a school Principal
should act in specific situations. The subunit C, Part B, consists of twenty questions or
statements which ask teachers to state what Principal’s behavior satisfies them
(teachers) and to what extent this satisfaction is.

In this point, we have to analyze the way the subunits B and C were constructed.
There were two choices for the construction of the above subunits. The first choice
was Part B and C to be constructed by our own new statements or sentences, the
second choice was to take a ready questionnaire and to implement identically or
slightly modified in order to meet our survey’s needs. We have chosen the second
choice because in this way the validity of the questionnaire is tested and in a great
degree ensured. So, the sentences of B and C subunits is taken, some sentences
identically and some slightly modified, from the “IDEAL LEADER BEHAVIOR-
FORM XII” (What you expect of Your Leader) questionnaire “Originated by staff
members of The Ohio State Leadership Studies and revised by Studies in Leadership

and Organization”.

6.2. Reliability Test

A Cronbach’s alpha reliability test was conducted for the 18 sentences of

Subunit B which has given a=0,735 as shown below:

Reliability Statistics

Cronbach's Alpha N of Items
,735 18

Table 3 Cronbach’s alpha for Part B
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Sentence Scale Mean if Item Scale Variance if Item Corrected Item- | Cronbach's Alpha if Item
Deleted Deleted Total Correlation Deleted
1 66,26 41,687 ,355 ,720
2 67,54 46,418 ,074 ,746*
3 66,73 42,820 347 , 721
4 65,23 44,367 ,360 721
5 65,33 43,171 444 714
6 65,11 45,170 ,380 722
7 65,92 44,231 ,233 , 732
8 65,20 45,994 273 728
9 66,70 43,083 277 728
10 65,24 44,102 ,397 ,719
11 65,32 43,593 371 ,719
12 65,89 44,285 ,340 , 122
13 66,09 42,006 ,380 717
14 65,58 43,720 ,355 ,720
15 66,36 41,994 327 7124
16 65,00 45,540 ,359 724
17 66,94 43,581 ,268 ,729
18 66,79 43,016 ,324 ,723
*inversed

Table 4 Reliability test for Part B

If we delete the second sentence: “The Principal should allow the teachers to act
freely and to perform their task with the way they want”, from the questionnaire we
will take an Alpha= 0,746 but then the Blake & Mouton managerial greed will not be
possible to be constructed so we decided not to remove this particular item knowing
that our conclusions do not be affected at all.

As far as the Part C, we are interested for the sentences which belong to
participative or democratic leadership style i.e. 2, 3, 4, 5, 7, 8, 9, 10, 11, 14, and we
would check to know if these sentences will be preferred by teachers, to which degree
and to what order classifying them by the mean. The rest 10 sentences belonging to
Authoritarian and Laissez Faire leadership style function for checking the validity of
the answers. For the 10 democratic style sentences a Cronbach’s alpha reliability test

was conducted of which the results are shown below,

Cronbach's Alpha N of Items

0=0,820 10

Table 5 Cronbach’s Alpha for Part C (10 items)
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A Cronbach’s alpha 0,820, as show above, is a score that expresses a

satisfactory degree of reliability of the above 10 sentences.

Scale Variance if Item | Corrected Item-Total | Cronbach's Alpha if
Sentence |  Scale Mean if Item Deleted
Deleted Correlation Item Deleted
2 38,22 20,662 ,448 ,809
3 38,26 19,483 423 ,817
4 38,40 19,212 ,508 ,804
5 38,31 20,536 ,483 ,806
7 37,96 19,698 ,644 ,790
8 37,84 20,055 ,632 ,793
9 38,16 19,938 ,562 ,798
10 38,14 20,864 ,481 ,806
11 37,96 20,083 ,592 , 796
14 38,46 20,519 374 ,819

Table 6 Reliability test for Part C (10 items)
The above table shows that there is no sentence which if it will be removed it

will increase the Cronbach’s alpha.

Three hundred questionnaires were delivered to eighteen (18) Gymnasiums and

Lyceums of Kilkis (see Appendix C) and two hundreds and ten have been returned

from. All questionnaires were delivered to the Principal of each school and when they

were answered they were returned hand by hand. Some of the returned questionnaires

have missing answers but we exploited them taking from these what useful elements

they were containing.

All the answers of the questionnaires have introduced to IBM SPSS 22

statistical software. Graphs were constructed for the Personal Data (Part One), as well

as t-test and ANOVA for the Part Two and Three in combination with the Personal

Data, mainly gender, age and educational experience.
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Chapter 7: Results

7.1. Questionnaire: Personal Data

Gender: Male o, Female .

One hundred ninety-nine (199) teachers answered to this issue, that is 94,8% of
the total. From those who answered, 83 teachers are men and 116 are women, or
41,7% and 58,3% respectively.

It is obvious the numeric predominance of women, the following table and

figure summarize the answers concerning the “Gender”:

Frequency | Percent | Valid Percent | Cumulative Percent
Valid Male 83 39,5 41,7 41,7
Female 116 55,2 58,3 100,0
Total 199 94,8 100,0
Missing  System 11 5,2
Total 210 100,0

Table 7Respondents’ Gender

Gender

Emale
B Female

Figure 4 Respondents' Gender

Age: Up to 35 o, 36-45 0, 46-55 0, above 55 C.
The ages that predominant among teachers are between 36 to 45 years old with
82 teachers within this range, or 41,4%, whereas ages between 46-55 follow with 78

teachers, or 39,4%. In general, about the 80% of the teachers from Kilkis who
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answered this questionnaire are located between 36 and 55 years old. The following

table and figure can give us a synoptic view of the answers,

Frequency | Percent | Valid Percent | Cumulative Percent
Valid Up to 35 18 8,6 9,1 9,1
36-45 82 39,0 41,4 50,5
46-55 78 37,1 39,4 89,9
Above 55 20 9,5 10,1 100,0
Total 198 94,3 100,0
Missing  System 12 5,7
Total 210 100,0

Table 8 Respondents' age

Age

100

&0

G0

Frequency

40

207

18
9,09%
T
Up to 35

36-45

46-35

Age

Figure 5 Respondents’ age
The following table and figure demonstrate how gender is being distributed

Above 55

among the four age-groups. As we can see the first age-group “up to 35” has one man

and seventeen women, whereas in the fourth age-group “above 55” we have the

inverse picture, fourteen men and only five women. The predominance of the women

onto the other two age-groups is also undoubted.
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Gender Total
Male Female
Age Up to 35 1 17 18
36-45 38 44 82
46-55 28 49 77
Above 55 14 5 19
Total 81 115 196

Table 9 Respondents’ gender and age group

Bar Chart

Gender

B Male
OFemale

07

455

40

357

309

254

Count

207

157

104

17
8.67%
5— 1
051% 5
2 55%
u]
Upto 35 36-45 45-55 Above 55

Age

Figure 6 Respondents’ gender and age group

Years of service: Up to 6 o, 7-12 o, 13-18 0, 19-24 0, above 25 .

This question is very important as the total period of the educational service
affects in a significant way the perception which teachers have about leadership. One
hundred ninety-nine, or 94,8%, teachers answered this question. Thirty-two teachers
have up to 6 years total education service, one hundred thirty-four teachers have from

7 to 20 years and finally thirty-three teachers have above 20 years educational service.
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Frequency | Percent | Valid Percent Cumulative Percent

Valid Upto 6 32 15,2 16,1 16,1

7-12 67 31,9 33,7 49,7

13-20 67 31,9 33,7 83,4

Above 20 33 15,7 16,6 100,0

Total 199 94,8 100,0
Missing  System 11 5,2
Total 210 100,0

Table 10 Years of Educational Service

Years of service

.
)
1

&7
33 57%

Frequency

204

32
16,08%

T T
Upto & 712 13-20 Above 20

Years of service

Figure 7 Years of Educational Service

Further studies: None o, 2nd degree o, MSc o, Ph. D 0.

One hundred ninety-two teachers answered this question, that is91,4% of the
total questionnaires delivered. From those who answered this question (192), one
hundred teachers, or 52%, have no further studies, whereas the rest 48% they have 2™
Undergraduate degree or Master or PhD or a combination of the above. Thirty-five

teachers or 16,7% have Second undergraduate degree, forty-four or 21% have a
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master degree and three teachers or 1,4%

have PhD. The following table summarizes

the results,
Frequency Percent Valid Percent Cumulative Percent

Valid 2nd Degree 35 16,7 38,0 38,0
MSc 44 21,0 47,8 85,9
PhD 3 14 3,3 89,1
2nd Degree & MSc 6 2,9 6,5 95,7
2nd & PhD 1 5 1,1 96,7
MSc & PhD 3 14 3,3 100,0
Total 92 43,8 100,0

Missing None 100 47,6
System 18 8,6

Total 210 100,0

Table 11 Further studies
In the following figure we can see that the majority, 47,8%, of the holders, at

least one second title, are teachers who have a master title, and holders of 2nd

undergraduate degree follow with a percentage of 38%.

Further_studies

& 30—
=
]
=
o
2 44
L 47 83%

20

as
38,04%
10
G
|_ 3 —l 6.52% 3 —l
3,26% L 3,26%
a T T T T HE5% T
2nd Degree MSe PhD 2ne %esgree & 2nd & Ph MSc & PhD
c

Further_studies

Figure 8 Further Studies
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The following table and figure combine “Further studies” and “Gender”. As we
can see even though more women have answered this question, they are male sex
teachers who have more “further studies”. More specific, from seventy-nine men
forty-two have “further studies”, whereas from the one hundred and eleven women
forty-nine have “further studies”. If we take into consideration that the women have
bigger participation in this survey than men, then the difference between men and
women concerning “further studies” is much bigger than this illustrated in the table

and the figure below.

Gender
Total
Male Female
Further Studies | No 37 62 99
Yes 42 49 91
Total 79 111 190*

Table 12 Respondents’ gender and further studies

*Two teachers among those who stated further studies did not state gender, therefore
the difference between Table 11 and Table 12 in total numbers, 192 and 190
respectively.

Bar Chart
Gender
Emale
CFemale
60—
E 407
=3
=]
8]
62
32,63%
49
25 79%
a2 L
20 a7 2211%
19 47%
o]
Mo Yes

Further Studies

Figure 9 Respondents’ gender and further studies
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Years of service as a) Vice Principal: Up to 4 o, 5+ 0, b) Principal: Up to 4 0,
5-12 o, 13+ .
To this question teachers were called to state if they possess an administrative

position within school. Eleven teachers, or 5,2%, have stated to have been serving as

Vice-Principal up to 4 years and five teachers for above to 4 years. Six teachers, or

2,9%, have stated to have been serving as Principal up to 4 years, six teachers

between 5 and 12 years and two teachers above to 12 years. The following table and

figure summarize the answers,

Frequency | Percent | Valid Percent Cumulative Percent

Valid Up to 4 as Vice-Principal 11 5,2 36,7 36,7

Above 4 as Vice-Principal 5 2,4 16,7 53,3

Up to 4 as Principal 6 2,9 20,0 73,3

5-12 as Principal 6 2,9 20,0 93,3

Above 12 as Principal 2 1,0 6,7 100,0

Total 30 14,3 100,0
Missing | No 180 85,7
Total 210 100,0

Table 13 Vice Principal or Principal (in years)

The percentages of the following figure are calculated among those who possess

an administrative position, i.e. he/she is vice-Principal or Principal.
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Vice-Principal or Principal

124

11

107

o=

Frequency

11
36,67%

T
Upto 4 as Vice-
Principal

Figure 10 Vice Principal or Principal

Above 4 as Vice-
Principal

Vice-Principal or Principal

Type of school: Gymnasium o, Lyceumu.

Up to 4 as Principal

5-12 as Principal

Above 12 as
Principal

The following table shows the distribution of the educational personnel among

the main types of the secondary education, Gymnasiums and Lyceums. Ninety-five of

the respondents teach in Gymnasiums and one hundred and three teach in Lyceums.

Frequency | Percent | Valid Percent Cumulative Percent
Valid Gymnasium 95 45,2 48,0 48,0
Lyceum 103 49,0 52,0 100,0
Total 198 94,3 100,0
Missing | System 12 5,7
Total 210 100,0

Table 14 School Type
The percentages of the following figure are calculated among those teachers

who answered this guestion. We can see that about the 48% of the teachers belong in

Gymnasiums and 52% in Lyceums.
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School type

1201

100

805

Lyceum

Number of students enrolled in your school: Up to 1000, 101-2500, over

)
=
a
=
g B0
18
g5
47 98%
40
20
0 T
Gymnasium
School_type
Figure 11 School type
250c.

The seventh question shows us the educational staff distribution among the

three school sizes: small schools with up to 100 enrolled students, intermediate with

101-200 students and big schools with above to 200 students. As we can see in the

table below, the majority, (55,8%) of the questioned teachers belong in big schools.

Fifty-one teachers belong in small schools and thirty-seven teachers in intermediate

schools. The following table and figure present the above data,

Freguency Percent Valid Percent Cumulative
Valid Up to 100 51 24,3 25,6 25,6
101-200 37 17,6 18,6 44,2
Above 200 111 52,9 55,8 100,0
Total 199 94,8 100,0
Missing System 11 5,2
Total 210 100,0

Table 15 Students enrolled
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Students enrolled

120

100

60

Frequency

40+

a1
2363%

|
Upto 100 101-200 Above 200
Students enrolled

Figure 12 Students enrolled
Gender of your Principal: Male o, Female o - Only for teaching staff
This question was asked to be answered only by teaching staff and not by
administrative one. The question concerns the Principal’s gender of the school where
the teachers belong to and exercise their teaching duties. One hundred seventy-four,
or 82,9%, teachers answered this question, one hundred and twelve teachers answered

that they have a Headmaster, whereas only sixty-two, teachers answered having a

Headmistress.

Cumulative
Freguency Percent Valid Percent Percent
Valid Male 112 53,3 64,4 64,4
Female 62 29,5 35,6 100,0
Total 174 82,9 100,0
Missing System 36 17,1
Total 210 100,0

Table 16 Principal’s gender
The percentages of the following figure are calculated among those who

answered this question; the predominance of the male sex to this administrative sector

is very explicit.
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Principal's gender

1209

1009

80+

60

Frequency

40+

204

Male Female

Principal's gender

Figure 13 Principal’s gender

7.2. Questionnaire: PART ONE - “How Principal should act”.

7.2.1. Blake & Mouton Managerial grid

Eighteen sentences constitute the “PART ONE” of the questionnaire (see
Appendix A, below). Teachers were asked to answer how the school Principal should
act when exercising his/her administrative duties in eighteen circumstances. The
answers range between “1-5” according to the five point Likert type scale. The
numbers 1-5 correspond to next statements: 1 = Never, 2 = Seldom, 3=
Occasionally, 4 = Often, 5 = Always. Nine sentences are related to what is known
as “Concern for Production”, according to Blake & Mouton and the managerial grid
theory, and nine sentences are related to what is known as “Concern for People”. The
nine odd sentences state the concern for production, whereas the rest nine even
sentences state the concern for people, the relevant theory has presented in Chapter 3.

For the reliability of the eighteen sentences a Cronbach’s Alpha test was conducted
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which gave a =

construction of the managerial grid and the reading of its results.

0,735 (see Chapter 6), so we continue the explanation of the

From the two hundred and ten (210) delivered questionnaires, two hundred and

three (203), or 96,7%, completely answered questionnaires have returned as far as the

Part One. For each one from these 203 questionnaires the following procedure has

practiced. For easiness, we will present the procedure for the first answered

questionnaire. The answers which have been given for the first questionnaire are the

following:
Concern for Production Sum | Sum x 0,2 | Rounding*
Questionnumber: |13 |5|7| 9 (11|13 15|17
Answer: 3|/3|5(4/5|4 |44 3| 35 7 7
Concern for People
Questionnumber: |2 (4|6 |8 |10 (12|14 |16 | 18
Answer: 4/5(4|5|5 |4 |3 |52 37 7,4 8
Score: 7,8

Table 17 Part One — 1° Questionnaire
*The rounding has been made to the upper integer. In the above example, the

intersection between 7 and 7,4 is located within the same square as between the 7 and

8, as we can see in the following managerial grid,

Concern for People >

PN W Sr U O N 00O O

Concern for Production -

1 2 3 456 7 89

Concern for Production -

Concern for People -

Figure 14 Blake & Mouton grid for the 1% questionnaire
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The score (7,8) of the first questionnaire is located in the area where the

leadership style is characterized as “team management” (Mihiotis, 2005) and the

leader as “Team Manager”. In the graph below we can see the five leadership styles

according to this theory.

HIGH

LOW

Pecople Concern

Country Club

Manager
[High People-Low Task)

Impoverished

Manager
{Low people-Low Task)

Middle of Road
Manager
[Mediem people & Task)

Focus on wovk
autput as well as
peopie morale

Team Manager
High People-High-Task}

Authority-Obedience

Manager
(o Pegple — High Task)

Task Concern

LOW

HIGH |

Blake & Mouton’s Leadership Grid

Figure 15 Blake & Mouton’s Leadership Grid
(Source: riskmanagement365.wordpress.com)

Now we can proceed to the answers of the 203 questionnaires as these have

been modified according to the managerial grid scale.

Production, Production, Production,

People N % People N % People N %
3,9 1 0,5% 6,7 8 3,9% 7,9 19 9,4%
4,4 1 0,5% 6,8 23 | 11,3% 8,6 1 0,5%
49 1 0,5% 6,9 12 | 59% 8,7 7 3,4%
5,6 1 0,5% 7,5 1 0,5% 8,8 19 9,4%
5,7 2 1,0% 7,6 2 1,0% 8,9 15 7,4%
5,8 4 2,0% 7,7 11 | 54% 9,8 4 2,0%
5,9 2 1,0% 7,8 58 | 28,6% 9,9 8 3,9%
6,6 3 1,5%

11
Cases 15 | 7,4% Cases 5 | 56,6% Cases 73 36,0%
Total Cases: 203

Table 18 Part One answers/scores concerning B&M grid
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Placing the above data on the same managerial grid we have the following

figure.

Concern for Production >

9 1 /1| 2 |12 | 19 | 15
'T‘S 4 | 23 58| 19
Q7 2 | 8 |11 | 7
S
S 6 13|21
a.
55 1
(¥t
S 4 1
(J]
e 3
o
0 5

1

1 2 3 4 5 6 7 8

Concern for Production >

Concern for People >

Figure 16 Managerial Grid based on total answers/scores
Fifty-eight teachers, or 28,6%,

give a score 7,8, twenty-three teachers, or

11,3%, give a score 6,8, nineteen teachers give 7,9 and nineteen teachers give a score

of 8,8. Synoptically, as we can see in the following graph, from 6,6 to 9,9 there are

190 answers, or the 93,6% of the total answers.

Concern for Production -

Concern for People >
RPN WD U1 N © L

93,60%

1

2

3 4 5 6

Concern for Production -

7 8 9

Concern for People -

Figure 17 Location of the majority of the scores
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From the results it is obvious that the teachers of the secondary education of
Regional Unity of Kilkis want a school Principal who is interested for both task
(production) and people i.e. teachers. Obviously, teachers know that when the school
operates without problems, when, in other words, Principal takes care for the school
businesses and gives solutions in difficult situations or routine matters then the
educational staff operates in a calm climate which is necessary while exercising their

duties.

7.2.2. Hypothesis testing

Using the personal data we will try to make some hypotheses testing in the form
of questions to examine if “gender”, “age”, “experience” etc. affect the answers or
statements which have been given through the questionnaires.

Question 1*: Do teachers want to be involved in the decision making process
at school?

The question that arises in this point is “which is the teachers’ point of view
about a participative Principal?”. Do teachers want, or not, to be involved to the
decision making process that takes place in schools in a daily basis? From the answers
they have already given it arises that certainly they want to be involved. In the
following table apart from the total answers for all sentences, we also have the

average score for each sentence; furthermore the order of the sentences has been made

by average value.

PART ONE: How Principal should act.

(Key: 1= Never, 2=Seldom, 3= Occasionally, 4 = Often, 5= Always) Total Answers

"The Principal should ... 112 |3] 4 5 M
16 | treat teachers fairly"'. 111|517 |179| 4,83
6 | make teachers feel comfortable and work without any pressure". 1 10| 6|40 |156 | 4,72
8 | cooperate with teachers in dealing with school matters ". 0] 0| 8] 58 |137]| 464
4 | help teachers get along with each other". 14|11 42 |145| 4,61
10 | be friendly and approachable". 2 |21 9] 49 |141| 4,60
11 | make his or her perspective clear to teachers concerning school operation". 314 |15] 43 [ 138| 4,52
5 | define role responsibilities for each teacher". 2 | 4 113] 53 |131| 451
14 | be interested in teachers' needs and feelings". 2 | 4128 75| 94| 4,26
12 | be ready to accept any modifications suggested by teachers". 06 [48]100(f 49 [ 3,95
7 | set the school priorities and the way that they will be implemented". 7 112|134 88 | 62 | 3,92
13 | settle any conflicts that may occur between the members of the team". 8 [11[66] 58 | 60 | 3,74
2 | allow the teachers to act freely and to perform their task the way theywant”. | 8 | 9 [ 62| 81 [ 43 | 3,70
1 | set standards of performance for teachers". 14 [ 18 [ 59| 60 | 52 | 3,58
15 | ask the teachers to set their personal issues after school matters". 1524 [59] 59 | 46 | 3,48
9 | convince teachers that his/her opinions are for their best interest". 20130 | 78] 52 | 23 | 3,14
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ask teachers to apply tried and tested methods when exercising their duties”. | 13 | 38 | 82 | 55 | 15 | 3,10

disclose thoughts and feelings to teachers". 17 (3781 ] 56 | 12 | 3,04

be cautious and guarded when allowing the teachers act freely". 18152 |82] 35 | 16 2,90

Table 19 Answers on the question “How Principal should act”

Examining the results we see that in the first two places teachers put the justice
and comfortableness. As these basic parameters have been assured then teachers put
participation, this entails as in the third position we see that teachers consider the
Principal should cooperate with them in dealing with school matters. Another
interesting find is that, among the first nine positions we can see also the sentences
eleven and five which concern task or production. Here it is demonstrated the
teachers’ consideration that the Principal’s vision as well as the roles and tasks have
to be clear and explicit to them (teachers).

The teachers’ participative perception also entails by the fact that in the last
place ranked the aspect: The Principal should be cautious and guarded when allowing
the teachers act freely. In this point teachers declare that Principal should trust
teachers and not to be cautious when the latter exercise their duties.

Question 2™: Does gender affect the answers?

In order to answer the above question a t-test was conducted between the two
groups of gender, male and female, for each one of the above eighteen sentences.

With a significance level 0,05 the following sentences have been answered differently

between men and women teachers.

Independent Samples Test
Does gender affect the answers? Levene's Test t-test for Equality of Means
The Principal should... Sig. (2- | Std. Error
F Sig. t df tailed) | Difference
. 2z
5) define role o 6,565 | 011 | 2309 | 197 | ,022 112
responsibilities for each | equal
z
teacher. o" not 2,205 | 151,436 | 028 | 116
equal
z
6) make teachers feel ° 24,773 | 000 | -2,730 | 197 007 081
comfortable and work equal
: z
without any pressure. c” not 2512 | 121178 | 013 088
equal
: z
11) make his or her o 18,116 | ,000 | 3179 | 196 | ,002 118
perspective clear to equal
teachers concerning 6° not
school operation. equal 2,992 | 134485 | 003 125
12) be ready to accept o’
any modifications equal 3,782 | ,053 | -2,389 197 ,018 ,109
suggested by teachers.
13) settle any conflicts o
that may occur between | equal ,893 ,346 | 3,942 196 ,000 ,148
the members of the team.
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15) ask teachers to set 6

their personal issues after | equal
school matters.

0,780 | 0,378 | 2,518 197 ,013 ,167

Table 20 How gender affects the answers
The table below shows, among others, the Means of the answers between men

and women for each of the above sentences. A close reading of the results indicates
clearly the different perspective between men and women teachers concerning the

way a Principal should operate.

Std. Std. Error
The Principal should .... N | Mean | Deviation Mean
5) define role responsibilities for each Male 83 | 4,34 873 ,096
teacher. Female 116 | 450 | 698 065
6) make teachers feel comfortable and Male 83 | 4,59 ,716 ,079
work without any pressure. Female 116 | 481 415 039
11) make his or her perspective clear to  Male 83 | 431 ,987 ,108
teachers concerning school operation. Female 115 | 469 667 062
12) be ready to accept any Male 83 | 3,78 ,812 ,089
modifications suggested by teachers. Female 116 | 4.04 715 066
13) settle any conflicts that may occur Male 83 | 4,04 ,993 ,109
between the members of the team. Female 115 | 345 1053 098
15) ask the teachers to set their Male 83 | 3,69 1,092 ,120
personal issues after school matters. Female 116 | 3.27 1.204 112

Table 21 Means of the answers between men and women

The six above sentences indicate a rather more dynamic presence of women
teachers in school matters than this of men. Women teachers demand the Principal’s
perspectives concerning the school cases as well as roles and responsibilities to be
clear and explicit. They also want, in a greater degree than men, the Principal to give
teachers the possibility to express their suggestions, which indicates a more
participative attitude of women than those of men. As far as personal issues, see
sentence (15), women consider that the Principal should ask in a less degree than this
men consider to set teachers their personal business after school ones.

Question 3": Does age affect the answers?

In order to answer the above question an ANOVA was conducted between the
four groups of age for each one of the above eighteen sentences. With a significance

level 0,05 there are no sentences or statements that have been answered differently

among the different age teachers.
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Question 4™: Does educational service affect the answers?

In order to answer the above question an ANOVA was conducted between the

four groups of educational service for each one of the above eighteen sentences. With

a significance level 0,05 the following sentence has been answered differently

between teachers with different educational service.

ANOVA

Sum of Mean

Squares df Square F Sig.
10) The Between
Principal Groups 5,075 3 1,692 3,390 ,019
should be Within
friendlyand  Groups 97,306 195 ,499
approachable. Total 102,382 198

Table 22 How educational service affects the answers

Multiple Comparisons
Mean 95% Confidence Interval
Difference Std. Lower
Dependent Variable (1-J) Error Sig. Bound | Upper Bound
10) The | Upto6 | 7-12 ,208 152 517 -,18 ,60
Principa .
should be 13-20 -,120 ,152 ,859 -,51 27
friendly and Above 262 175 441 219 72
approachable. 20
7-12 Upto6 -,208 152 517 -,60 ,18
13-20 -,328" 122 ,039 -,64 -,01
ZAObO"e 054 150 084 _34 44
13-20 Upto6 ,120 152 ,859 -,27 51
7-12 328" 122 ,039 01 64
ZAObO"e 382 150 056 .01 77
Above | Upto6 -,262 175 441 - 72 19
20 7-12 054 | 150 984 44 34
13-20 -,382 ,150 ,056 =77 01
*. The mean difference is significant at the 0.05 level.
Table 23 Tukey’s post hoc test
95% Confidence
Interval for Mean
Std. Std. Lower Upper
N Mean Deviation Error Bound Bound | Minimum | Maximum
10) The | Upto6 32 4,66 545 ,096 4,46 4,85 3 5
Principa -
should be 7-12 67 4,45 ,840 ,103 4,24 4,65 1 5
friendlyand | 13-20 67 4,78 /455 ,056 4,67 4,89 3 5
approachable. | 20 + 33 4,39 933 162 4,06 4,72 1 5
Total 199 4,58 719 ,051 4,48 4,68 1 5

Table 24 Descriptive statistics for the 10" sentence
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Question 5™: Do further studies affect the answers?

A t-test was conducted in order to examine if there is any difference between
holders at least a title from further studies (2nd degree, MSc or PhD) and no holders

concerning the answers to the eighteen sentences. With a significance level 0,05 the

following sentence has been answered differently between teachers who have further

studies and teachers who have no further studies.

Independent Samples Test

Levene's
Test t-test for Equality of Means
95% C. I.
Sig. (2- Mean Std. Error Difference
F Sig. t df tailed) | Difference | Difference | Lower | Upper
2

16) The crequal | 14| 000| 234| 190| 020 159 068 | ,025| 293
Principal .
should treat | ©° not
teachers equal 2,29 | 143,8 ,023 ,159 ,069 ,022 ,296
fairly.

Table 25 Mean difference between “holders at least a title from further studies”
and “no holders”

Group Statistics

Further Studies | N Mean | Std. Dev. | Std. Error Mean
16) The Principal No 100 | 4,92 1339 034
should treat teachers Yes
fa|r|y 92 4,76 ,581 ,061

Table 26 Descriptive statistics for the 16™ sentence

Question 6™: Do Principals (or Vice-Principals) and teaching staff answer

differently the eighteen sentences?

Another parameter that would be interesting to be examined is if the holders of

an administrative position within school, e.i. Principals or Vice-Principals on one

hand, and teaching staff on the other hand being affected by their position answer

differently. In order to check this case a t-test was conducted between the two groups

for each of the eighteen sentences in a 5% significance level. The results are presented

to the following tables.

Independent Samples Test

Levene's
Test t-test for Equality of Means
Std. 95% C.1. of the
Error Difference
Sig. (2- Mean Differenc Uppe
F | Sig. T df tailed) | Difference e Lower r
1) The Principal o
should set standards | equal 5,7 | ,018 -3,0 208 ,003 -,678 ,226 -1,122 -,233
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of performance for 6° not
teachers. equal -3,8 49,4 ,000 -,678 ,180 -1,040 | -,316
3) The Principal
should ask teachers ,
toapplytriedand | o 017 | 896 | -23 |207.0| 023 -/444 195 -,828 | -,061
tested methods equal
when exercising
their duties.
Table 27 How administrative position affect the answers
Group Statistics
Std. Std. Error
Principal or Vice Principal N Mean Deviation Mean
1) The Principal should set standards of performance for ~ No 180 3,46 1,183 088
teachers.
Yes 30 4,13 ,860 ,157
3) The Principal should ask teachers to apply tried and No 179 3,02 1,005 075
tested methods when exercising their duties.
Yes 30 3,47 ,860 ,157
Table 28 Descriptive statistics for the 1°* & 3™ sentence
For the 1% sentence the things become clearer with an ANOVA among three
groups: Principals, Vice Principals and plain teachers. In an significance level 0,05,
we have the following results.
ANOVA
Sum of Mean
Squares df Square F Sig.
1) The Principal should Between Groups 11,985 2 5,992 | 4,561 012
set standards of o
performance for Within Groups 271,939 207 1,314
teachers. Total 283,924 | 209
Table 29 ANOVA for the 1% sentence
Mean 95% Confidence
Interval
Dependent Variable Difference Std. Sig.
(1-3) Error Lower Upper
Bound Bound
Viee | _ 607 299 108 131 | .10
Teacher | Principal
1) The Principal | -.759" 318 047 151 | -01
Principal
should set Vice Teacher | ,607 ,299 ,108 -,10 1,31
star]ldards of | Principal | principal | -,152 419 ,930 -1,14 84
performance =
for teachers. i cion T(.aacher ,759 ,318 ,047 ,01 1,51
palil vice 1 155 419 930 | -84 1,14
Principal
*. The mean difference is significant at the 0.05 level.
Table 30 Tukey’s post hoc test for the 1°' sentence
Descriptives
Std. Std. 95% Confidence
N Mean Deviation Error Interval for Mean Minimum | Maximum
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Lower Upper
Bound Bound
1) The Teacher 180 3,46 1,183 ,088 3,28 3,63 1 5
Principal Vice
should set Princi 16 4,06 072 ,193 3,65 4,47 3 5
rincipal
standards of Princioal
performance cipa 14 4,21 975 261 3,65 4,78 2 5
for teachers. | Total 210 3,55 1,166 ,080 3,39 3,71 1 5
Table 31 Descriptive statistics for the 1% sentence
Question 7™: Does the size of the school play any role in the way teachers answer?

At a first sight the results seem to be confusing and contradictory because
teachers from small schools consider that the Principal should set standards of
performance or should ask teachers to apply tried and tested methods, on one hand,
and that the Principal should allow teachers to act freely on the other hand (see
sentences 1, 2 and 3 in the following table). We consider that in order to be given
some explanation for the above inconsistency more information is needed which is
not available at this time.

Independent Samples Test
Levene's
Test t-test for Equality of Means
Mean Std. 95% CI
Sig. (2- | Differenc | Error | Lowe | Uppe
F Sig. t df tailed) e Diff. r r

1) The Principal should set
standards of performance o’ equal | 2,963 | ,087 2,584 | 197 ,010 ,490 ,190 ,116 ,864
for teachers.

2) The Principal should
allow teachers to act freely

. o’ equal | 3,525 | ,062 2,812 | 197 ,005 ,418 148 | 125 | ,710
and to perform their task
with the way they want.
3) The Principal should ask
the teachers to apply tried | 2. o1 | 46 | 332 | 2,065 | 196 040 333 | 61| ,015| 652
and tested methods when
exercising their duties.
15) The Principal should ask
the teachers to set their o?equal | 113|737 | 2,298 | 197 023 434 | 189| 062| 806
personal issues after school
matters.
Table 32 How school size effects the way teachers answer
Group Statistics
Std.
Std. Error
School N Mean Deviation Mean

1) The Principal should set standards of performance Small 51 3,90 1,025 ,143

for teachers. Big g | 341 1212 100

2) The Principal should allow the teachers to act freely | Small 51 4,04 ,799 112

and to perform their task with the way they want. Big 148 3.62 951 078
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3) The Principal should ask the teachers to apply tried | Small 51 3,33 ,973 ,136
and tested methods when exercising their duties. Big 147 3.00 1,000 082
15) The Principal should ask the teachers to set their Small 51 3,76 1,176 ,165
personal issues after school matters. Big 148 3.33 1157 095
Table 33 Descriptive statistics for the 1%, 2™ 3™ and 15" sentences
Question 8™: Does the type of the school play any role in the way teachers
answer?
The type of the school does play role in the two following cases (sentences 3"
and 15™):
Independent Samples Test
Levene's Test t-test for Equality of Means
95% C.1.
Sig. (2- M Std. Error | Lowe
F Sig. t df | tailed) | Difference | Difference r Upper
3) The Principal
should ask
teachers to Ay
apply tried and © 793 | 374 | 2,1 | 195 ,035 ,301 ,142 ,021 ,581
equal

tested methods
when exercising
their duties.
15) The
Principal should
ask the teachers "
to set their g ual 1,288 | ,258 | 2,4 | 196 ,014 410 ,165 ,084 ,736
personal issues g
after school
matters.

Table 34 The role of the type of the school in teachers’ answering

Std.
School type N Mean Deviation Std. Error Mean

3) The Principal should ask teachers to Gymnasium 95 324 1.008 103
apply tried and tested methods when ' ’ ’
exercising their duties. Lyceum 102 2,94 ,983 ,097

15) The Principal should ask teachers Gymnasium 95 3.65 1,089 112

to set their personal issues after school '

matters. Lyceum 103 3,24 1,224 121

Table 35 Group statistics for the 3" and 15" sentences

Examining the above results, especially the Means, we see a behavior of the

gymnasium teachers more oriented to tasks than this of the lyceum teachers.
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Question 9™ Does the Principal’s gender affect the perception that teachers

have about leadership?

In the following t-test we can see that teachers with Headmistress in their school

consider in a greater degree that school Principal should allow them to act freely and

to perform their task the way they want.

Independent Samples Test

Levene's Test

t-test for Equality of Means

Sig. (2- Mean Std. Error 95% C.I.

F Sig. T df tailed) | Difference | Difference | Lower | Upper
2) The Principal
should allow
teachersto act fieely | "2 | 99 | 5g6 | 20| 172|  043|  -270 132 | -530 | -009
and to perform their | equal
task with the way
they want.

Table 36 How Principal’s gender affects the perception teachers have about

leadership
Group Statistics
Std.
Std. Error

Principal's gender N Mean Deviation Mean
2) The Principal should
allow teachers to act Male 112 31 843 080
freely and to perform their
task with the way they Female 62 3,98 ,820 ,104
want.

Table 37 Group statistics for the 2" sentence
In this point we have completed the analysis for Part One. In chapter 8, the

results will be discussed.

7.3. Questionnaire: PART TWO — “What satisfies teachers”.

In Part Two we have twenty sentences (see Appendix A) that correspond to

three leadership styles: Authoritarian, Democratic and Laissez Faire. Ten sentences

belong to the Democratic Style, whose numbers are the following: 2, 3, 4, 5, 7, 8, 9,

10, 11 and 14. Five sentences belong to the Authoritarian Style, whose numbers are:

1, 6, 12, 18 and 20. And finally, five sentences belong to the Laissez-Faire Style,

whose numbers are the following: 13, 15, 16, 17 and 19.
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7.3.1. Acceptance of Principal’s

teachers

participative style behavior among

By evaluating the above sentences, teachers in fact, were asked to answer which

Principal's action or behavior satisfies them the most. The evaluation of each sentence

fluctuates from 1 to 5, following up the five-point Likert scale as follow: 1 = Not
Satisfied, 2 = Slightly Satisfied, 3 = Satisfied, 4 =Very Satisfied, 5 = Extremely

Satisfied. According to the teachers’ answers we have the following classification; the

Mean and the Mode of the answers for each sentence are presented below in

descending classification.

Sentence Valid | Mean | Mode* Leadership
Style

1 8) T_eachers are satisfied when their Principal 210 | 457 5 Democratic
is friendly and approachable.
7) Teachers are satisfied when their Principal

2 | tries to make them feel relaxed and handle 210 | 4,45 5 Democratic
school pressure.

3 11) Teache_rs are _satlsf!ed when their Principal 208 | 445 5 Democratic
acts after discussing with the teachers.

4 _10) Teachers are SatISerld when their Principal 209 | 427 4 Democratic
is tolerant of the teacher's mistakes.

5 9) Teachers are satlsfled_ when their _PrlnC|paI 210 | 4.25 48 Democratic
trusts teachers to set their own working pace.

6 _2) T_eqchers are satisfied When_ their Prmmpal 208 | 4.19 4 Democratic
is willing to make changes or innovations.

7 3) Teachers are satlsfle_d when their Principal 209 | 4.16 5 Democratic
treats the teachers as his/her equals.
5) Teachers are satisfied when their Principal

8 | puts suggestions made by the teachers into 210 | 4,10 4 Democratic
action.
1) Teachers are satisfied when their Principal

9 | provides criteria for what is expected of the 209 | 4,08 4 Authoritarian
teachers.

10 4) Tea(_:hers are satlsfled when their Principal 207 | 401 5 Democratic
shows interest in their personal problems.

11 14) Teachers_are satlsfled When their Principal 208 3,94 4 Democratic
promotes their professional improvement.

12 15) Teachers are satisfied When_thelr_PrmmpaI 209 3,88 4 Laissez Faire
allows them complete freedom in their work.

13 17)_ Teachers are satisfied when their P_rmC|paI 210 3,77 4 Laissez Faire
assigns a task and lets teachers handle it.
12) Teachers are satisfied when their Principal

14 | asks them accountability for what they are 209 | 3,03 3 Authoritarian
doing.
6) Teachers are satisfied when their Principal

15 | provides a plan for how the work is to be 208 | 3,00 3 Authoritarian
done.
19) Teachers are satisfied when their Principal ) )

16 | shares, in an extended degree, his/her 210 | 2,64 2 Laissez Faire

leadership power with them.
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17 18) Teachers are satisfied when their Principal 210

. . 2,35 2 Authoritarian
monitors very closely their work.

18 16) Teachers are satisfied when their Principal 206 | 2,12 1

o ; : Laissez Faire
has a limited role in their school matters.

13) Teachers are satisfied when their Principal
19 | allocates them most of his/her main school 208 1,98 1 Laissez Faire
duties.

20 | 20) Teachers are satisfied when their Principal | 514 | 1 g 1

. . Authoritarian
behaves to them as their superior. Authoritarian

a. Multiple modes exist. The smallest value is shown.
* Take into consideration that there are missing values or statements (see “Valid” column).

Table 38 Classification of Part Two Statements by the Mean

The above results are impressive because confirm absolutely the conviction and
the research hypothesis that teachers are satisfied, in general, by a democratic
behavior of their Principal. All the sentences that correspond to democratic leadership
style are located in the first eleven positions of the classification, according to their
Mean. What we would try to determine at this point is the above expression “in
general”. Which of the above “ten democratic behaviors” of Principal satisfies the
teachers the most? The answer to this question according to the findings is “when
their Principal is friendly and approachable”. This conclusion is extracted by the
high Mean = 4,57, which teachers give to this statement. Teachers want a Principal
who contributes to a friendly and calm atmosphere at school, who is open, accessible
and approachable. The second sentence in the classification is not, conceptually, far
from the first one; teachers want a Principal who contributes in creating pressureless
school conditions. In the third position we find the sentence: Teachers are satisfied
when their Principal acts after discussing with them. In this point teachers express
their strong preference to a participative Principal, who acts after discussing with
them about school issues. In the next positions, 4-11, teachers from Kilkis describe
the preferred profile of a Principal. More specific, they are satisfied when their
Principal:

- istolerant of the teacher's mistakes,

- trusts teachers to set their own working pace,

- is willing to make changes or innovations,

- treats the teachers as his/her equals,

- puts suggestions made by the teachers into action,

- shows interest in their personal problems, and finally

- promotes their professional improvement.
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7.3.2. Hypothesis testing

As we have already done in the part one section, using the personal date we will

try to make the hypothesis testing to examine if “gender” affects the answers or

statements which have been given through the questionnaires.

A t-test was conducted to examine if there is any difference in the way men and

women answered the above twenty sentences. The test has shown us that the

following statements have been answered differently.

Independent Samples Test

Levene's .
Test t-test for Equality of Means
. Sig. Mean Std. Error 95% C.1.
F Sig. t df (2- Diff Diff
tailed) Irrerence Irrerence | |Lower Upper
1) Teachers are satisfied
when their Principal | 0"2 |4 o721 | 30 | 30| 196 | 003 | -40 13 | -65 | -14
provides criteria for whatis | equal
expected of the teachers.
2) Teachers are satisfied
when their Principal is 2 | 045 | 83 |-18| 195 | 076 | -20 a1 | -4 | 02
willing to make changes or equal
innovations.
5) Teachers are satisfied
Se e R
when their Principal puts -\ o"2 || )26 | 60 | 20| 197 | 044 | 21 10 | -4 | -0
suggestions made by the equal
teachers into action.
VAN
13) Teachers are satisfied ecuil 6,603 | ,01 | 23 | 195 ,020 ,35 ,15 ,05 ,64
when their Principal qA
allocates them most of "2
his/her main school duties. e(r]]S;I 23 | 1506 ,025 35 15 04 66
14) Teachers are satisfied
N R
when their Principal o2 | 1081 | 30 | -20 | 195 | 048 -26 13 52 | 00
promotes their professional | equal
improvement.
AN
16) Teachers are satisfied ecuzl 6,530 | ,01 | 25 | 193 ,012 43 17 ,10 76
when their Principal has a q/\
limited role in their school 0”2
matters. not 2,5 11613 ,014 43 A7 ,09 76
equal

Table 39 Statements answered differently between male and female teachers

The following table shows the descriptive statistics between the two groups

concerning the above sentences.

Std Std.
Gender | N Mean Lo Error
Deviation
Mean
1) Teachers are satisfied when their Male |83 |3,86 | 1,002 110
Principal provides criteria for what is
expected of the teachers. Female | 115 | 4,25 | ,836 ,078
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2) Teachers are satisfied when their Male |83 |4,08 |,799 ,088
Principal is willing to make changes or

innovations. Female | 114 | 4,28 ,735 ,069
5) Teachers are satisfied when their Male |83 |4,00 |,781 ,086
Principal puts suggestions made by the

teachers into action. Female | 116 | 4,21 | ,653 ,061
13) Teachers are satisfied when their Male |82 |216 | 1,160 128
Principal allocates them most of his/her

main school duties. Female | 115 | 1,81 | ,936 ,087
14) Teachers are satisfied when their Male 82 | 3,78 | ,956 1106
Principal promotes their professional

improvement. Female | 115 | 4,04 | ,882 ,082
16) Teachers are satisfied when their Male |82 |233 |1,238 137
Principal has a limited role in their school

matters. Female | 113 | 1,90 1,094 ,103

Table 40 Group statistics
As we can see on the above table female teachers are more satisfied than men
when their Principal,

provides criteria for what is expected of the teachers,

is willing to make changes or innovations,

puts suggestions made by the teachers into action,

promotes their professional improvement.

Female teachers are less satisfied than men or in other words they are more
unpleased when their Principal,

- has a limited role in their school matters

- allocates them most of his/her main school duties

The above results are absolutely aligned to the Part One conclusions, where we
have seen a woman teacher

- more demanding,

- more participative in managing school matters,

- asking from the Principal to have an active role in school issues.
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Chapter 8: Discussion-Conclusions

Having in mind the main subject of the dissertation “Participative leadership in
secondary education organizations”, we are able now to discuss the results that have
been presented in the previous chapter.

Starting with the Personal Data, the majority of the participants in this survey
was female teachers, 58,3%. This percentage echoes the real situation as we have
already seen (chapter 7) that in the total Secondary Education of Regional Unity of
Kilkis women predominant with a percentage of 58,8%. This could be generally
attributed to the preference women show for teaching, as this occupation allows them
to combine family life with their working responsibilities and duties. The working
hours are elastic and enable women teacher to prepare at home a big part of their
educational work. In addition there are bigger periods of holidays which they can
devote to their families.

The 41,4% of the total participants are 36-45 year-old teachers and the 39,4%
are 46-55 years old, that is about the 80% of the teachers in Gymnasiums and
Lyceums of Kilkis. This dominance of rather older age groups in education has both
positive and negative results.

Among the positive ones might be that teachers in these two age groups have
proportionately larger teaching experience. In addition, their knowledge of
educational conditions is better and more realistic so they can adapt their educational
work to the real classroom. Besides, they tend to be free from maximalist expectations
or experimentation that often lead to failure.

On the other hand, a negative point could be the view that older teachers are
either not willing or unable to assimilate the use of new technologies in teaching so
the quality of their work does not respond to the current educational conditions, as
well as to the expectations and learning needs of the technologically informed
students.

The 67,4% of the participant teachers have from 7 to 20 years’ service, which
would be an adequate period for aquiring considerable educational experience. During
these years the teachers can find their personal teaching style and become familiar
with methods and procedures that facilitate their educational and administrative work.

About half of the participants, the 48% of the educational staff, does not possess

further degrees at all, whereas from those who possess a title apart from the basic
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degree, i.e. 92 teachers, the 47, 8% of the holders have a MSc. The main incentives
for the acquisition of further qualification by appointed teachers is the occupancy of
an administrative position, improved financial rewards (by moving to a higher salary
scale) and to ensure their position in case of being assessed. Today there is a great
increase in the percentage of teachers who have been appointed to education thanks to
degrees or MScs acquired before their appointment. This happens due to the fact that
candidates with additional qualifications precede in appointment.

The bigger part of the participants, the 64,37% , stated that at their school there
is a Headmaster, in contrast to the rest who have stated that they have a Headmistress.
This reflects a situation existing in the past but now it tends to change radically.
Nowadays, more women have access to higher administrative positions where the first
role traditionally belonged to men. Through education, women have claimed and won
equal terms with men, not only in the private (family) life but also in the public
domain, (politics, administration), thus restoring a "historic injustice” against the
"weak gender” that had been taking place for centuries.

Very important conclusions can be extracted from the second subunit, Part A. In
this section we constructed a managerial grid for each questionnaire and we have seen
that the prescribed or the appropriate for the Principal position profile or leadership
style is this which is characterized as team management, where there is high concern
for both teachers and tasks. This conclusion comes from the fact that the 93,6% of the
scores are among the 6,6 and 9,9, as shown in Figure 15.

Teachers consider the first attribute or characteristic element of a Principal to be

justice. Justice is involved in many cases in daily school matters such as in:

lessons' program,

extra administrative duties,

the way Principal behaves to teachers,

the kind and difficulty of lessons that has been assigned to each teacher etc.

Comfortableness of school pressure is another thing that teachers consider very
important. School pressure comes from several situations particularly in certain
periods of school year i.e. when the 4month subperiods are ended and statements
performance are given to students. Another pressure source is the analytical program
for each lesson which it must be implemented by the teachers in strict deadlines.
Pressure also is caused by the students’ behavior that not rare becomes problem’s

source.
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Cooperation also is considered very important by teachers. Cooperation is the
basis for each achievement. Cooperation can occur in several levels: between
Principal and teaching staff, among teachers, between teachers and students etc.
Emphasis is given by teachers in cooperation between Principal and teachers.
Teachers assist Principal in contributing in daily bureaucratic procedures such as the
syntax of protocol etc.

Teachers generally consider that Principal should always (they have given a
Mean 4,51-4,83 in the following statements; see Table 19)

- treat them fairly

- make them feel comfortable and help them work without pressure

- cooperate with them

- help them get along with each other,

- be friendly and approachable,

- make his/her perspective clear to them concerning school operation,

- define role responsibilities for each of them.

Teachers consider that Principal should often (they have given a Mean 3,58-
4,26 in the following statements; see Table 19)

- be interested in their needs and feelings,

- be ready to accept any modification suggested by them

- set the school priorities and the way that they will be implemented,

- settle any conflicts that may occur between the members of the team

- allow them ach freely and to perform their task the way they want

- set standards of performance for them

In conclusion we could say that modern teachers want the Director of their
school to be an accomplished Manager and one inspired LEADER. As it has already
been mentioned elsewhere in the thesis, the Manager should be both leader and
manager. In economic terms, the Principal must effectively combine the available
inputs to achieve specific objectives. The inputs include the inanimate material as well
as the human factor: buildings, offices, desks, files etc. on the one hand and (mostly)
teachers, students, parents on the other. Proper management of the inanimate material
requires organizational skills, accurate information, correct estimations, precise and
realistic goals. The proper management of the human resources certainly requires
administrative abilities of the Principal, but mainly it requires the adoption of a

democratic and participatory leadership based on knowledge of psychology and
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sociology. If the above model of leadership is applied, both individuals and groups
can work and function more effectively, and it will contribute to a climate of mutual
trust, openness, teamwork and good cooperation.

Analyzing the results of hypothesis testing one can draw several important
conclusions concerning the effect of personal characteristics on attitudes, choices,
preferences and judgments of teachers regarding the administrative profile of their
Principal.

In the first hypothesis testing, «Does gender affect the answers?" we saw that
women indicate a rather more dynamic involvement of teachers in school matters than
men, as:

- They demand the Principal's perspectives concerning the school cases as well
as roles and responsibilities to be clear and explicit.

- They want, in a greater degree than men, the Principal to give teachers the
possibility to express their suggestions, which indicates a more participative attitude
of women than those of men.

- They consider that the Principal should ask in a less degree than men consider
to set teachers their personal business after school ones.

All the above confirm the momentum gained by women's attempt to assert roles
and social positions which are, according to obsolete perceptions and stereotypes,
“incompatible to their nature”.

In the second hypothesis test, «Does age affect the answers? », we saw that
there is no differentiation of responses in the various age groups. This could be seen
as a change of mentality. In the past, the younger generations had to show their
respect or their "allegiance™ to the older generation, in the context of a conservative
social context and authoritarian administrative structures. In such framework, older
people were considered by definition more mature and able to take the right decisions
imposing their choices on the youth who had to accept and implement them.
Nowadays young people are adapting faster and easier to technological developments
which allow for faster and more complete acquisition and processing information.

Additionally young people are well-educated and more able to make good and
careful decisions, which stem from realistic assessment of conditions of the private
and public domains at a local and international level.

Question 4th: “Does educational service affect the answers?” In this test, there

is considerable variation between teachers having educational service from 7 to 12
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years and those with 13 to 20 years of service. In particular, older teachers want, to a
greater extent than younger ones, the Principal to be friendly and approachable. This
could be due to the security and confidence that many years of service provide to
older teaching staff. This also enables them to move around school more comfortably
and respond to their professional obligations and duties with relative completeness
asking the Principal not to limit or block the way they operate.

Question 5th: “Do further studies affect the answers?” Statistically significant
variation exists in responses between holders and non-holders of some additional
degrees. More specifically, the non-holders seek more justice than the holders do.
This could be attributed to a potentially preferential treatment towards the holders by
the directors. This favoritism can involve the assignment of some teaching or extra-
curricular tasks qualitatively higher compared with those assigned to non-holders.
This distinction might create the impression of the existence of two categories of
teachers: more capable and less capable ones.

As for the question “Do Principals (or Vice-Principals) and teaching staff
answer differently the eighteen sentences?”, we found that there is significant
variation of responses among those who exercise any management role and plain
teaching staff. The differentiation concerns the two following statements: a) The
Principal should set standards of performance for teachers, and b) The Principal
should ask teachers to apply tried and tested methods when exercising their duties.
The responses of the Principals (or Vice-Principals) seem to stem from an
administrative and / or bureaucratic perspective as they express greater interest in the
implementation of the tasks and less in the freedom of teachers to choose the criteria
and methods of executing their duties. This is quite normal because the holders of
some administrative position feel safe and secure when work is done with proven
ways so they tend to discourage experimentation. This way though, they sacrifice
innovation and exclude the possibility for things to be done better.

Examining the above results of question 8th: “Does the type of school play any
role in the way teachers answer?”, especially the Means, we see that gymnasium
teachers tend to be more oriented to tasks than the lyceum teachers. The age, maturity
and responsibility of the student population could explain this issue. The lower the
age of the pupils, the bigger the need for the existence and implementation of strict
rules.The aim is to limit students’ spontaneity and impulsiveness which can lead to

altercations or accidents, and at the same time to channel their behavior or energy to
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creative directions. Nevertheless, this need also affects the overall operation of school,
which should give the impression that everything is under control, these rules are
applied without exception and there should be no provision for any potential problem
or disciplinary learning.

Question 9th: Does the Principal's gender affect the perception that teachers
have about leadership? As we have already seen teachers with female principal ask for
greater freedom in deciding how to exercise their duties. This may be due to the effort
of Headmistresses to establish tested methods and practices which do not fit in all
types of teachers, which leads some of them to feel restricted and supressed. This
effort of the woman principal is not irrelevant to the woman's attempt to establish
herself despite her gender in places where, until recently, her presence would have
been treated with skepticism and rejection. On the one hand, this attempt for
establishing herself causes a creative anxiety to the headmistress. On the other hand, it
makes her demand the application of proven methods and practices which guarantee if
not success, at least the reduction of factors undermining the proper operation of
school which could be mistaken for the principle’s incompetence or unsuitability
and/or it could be attributed to the gender of the person who runs the school.

Important conclusions can be extracted from the third subunit of the
questionnaire, Part Two. In this part, teachers were asked to answer what action or
behavior of school Principal satisfies them and to what extent. From the twenty
sentences which had been given to teachers, we can obtain clear picture about what is
this which satisfies them.

According to Table 38, teachers are satisfied the most when their Principal is
friendly and approachable. It is obvious that after an epoch where authoritarian
leadership style was reigning over school organizations, when principals were strict,
austere and unapproachable, things have changed and democratic and participative
leadership style has replaced in a great degree the authoritarian one and furthermore it
is the one which can guarantee that school objectives may be successfully achieved.

In addition, teachers are satisfied when their Principal:

- tries to make them feel relaxed and handle school pressure,

- acts after discussing with them,

- istolerant in their mistakes,

- trusts them to set their own working pace,

- is willing to make changes and innovations,
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- treats them as his/her equals,

- puts suggestions made by them into action,

- provides criteria for what is expected of them,

- shows interest in their personal problems,

- promotes their professional improvement.

The above descending classification has mean values from 4,57 to 3,94 (see
Table 38). It is more than obvious that teachers have given emphasis to sentences
which democratic leadership style’s features are echoed. A democratic and
participatory environment is a prerequisite for the proper and effective functioning of
an organization such as school if we take into consideration that this is a social
community where interpersonal relationships are developed at a large scale. There are
schools with 400 or 500 students, and 40, 50 or more teachers. So, we can understand
that the harmonious coexistence of all those people, in stiflingly limited built
environment, requires skillful directors, cooperative teachers and disciplined students.
All these require the existence and proper functioning communication channels, good
and calm atmosphere and adherence to the school regulation. The responsibility for
achieving the above conditions lies primarily with the Principle of the school and then
with the teachers and students. Teachers contribute positively to school when working
in conditions that offer them satisfaction and pleasure. At this point the behavior of
the Principal against them can be crucial. When they are approachable and friendly,
they let teachers approach them, confide in them their personal matters that may
affect their performance, make suggestions or share their concerns on various issues.
This atmosphere creates a sense of security, confidence and satisfaction for teachers
and motivate them to perform at their best on a daily basis for the benefit of the school
and themselves.

The results of our research just confirm these views. Teachers are employees
with a high degree of maturity. They feel satisfaction when they can work in harmony
with the Principal and their collegues. They are happy when there is a school atmos of
peace and comfort, necessary conditions to enable them to engage with dedication and
efficiency in their pedagogical work. Moreover, they are satisfied when they realise
that their suggestions are taken into consideration and some ideas that can improve
things are implemented. This boosts their confidence and empowers them to cope
with difficult situations which do not lack from any production process, organization

or system.
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The research findings of section 7.3.2 imply a woman teacher more demanding,
more participative in managing school matters, asking from the Principal to have an
active role in school issues. Today, the woman does not just accept social roles which
man gives her as an indication of his own humanity and superiority but she conquers
the social space which belongs to her by imposing her presence and reversing norms
that have held her weak and isolated, on the margins of social action. They findings
confirm the women’s endeavor to obtain an equal footing with men, leaving behind a
passive attitude that allowed men to determine their position and role in the private
and public domain.

Leadership effects in bad economically times

Above we have seen that the right leadership style, in our case the democratic or
participative one, motivates people to improve their performance while being satisfied
and contributes in achieving organizational objectives. But the role of leadership
becomes much more significant when times are bad in economical terms and there is
no many or other factors which could motivate people without the relevant
economical rewards. Nowadays, Greece runs a difficult period from many aspects but
mainly in economical one. We have big salary cuts not only from educational staff,
but from both private and public sector employees in general. As far as the teachers’
salaries, let us see the following elements (the elements concern gymnasium teachers

with 15 years experience and typical qualifications):
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Chart D3.3. Change in lower secondary teachers’ salaries (2000, 2005, 2013)

Index of change between 2000 and 2013 {2005 = 100, constant prices),
for teachers with 15 years of experience and typical qualifications
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Figure 18 Teachers’ salary evolution from 2000 to 2013

(Source: http://www.oecd-ilibrary.org, accessed 25/6/2016)

As we can see, the salary of the Greek gymnasium teacher in 2013 fell at about

25% in relation to their salary in 2005. Nevertheless, the teachers understand the

difficult economic situation of their country, accept the salary cuts as an inevitable

fact of the bad situation and continue to produce the significant educational work with

the same standards, as in the previous school years. This happens when and where

visionary Principals are in charge, who appreciate the human factor, inspire the

teachers and provide opportunities for participation in the decision making process

while exercising their administrative duties on a daily basis.
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APPENDIX A: The questionnaire

HELLENIC OPEN UNIVERSITY
SCHOOL OF SOCIAL SCIENCES

MASTER’S DEGREE PROGRAMME IN BUSINESS ADMINISTRATION (MBA)

ANONYMOUS QUESTIONNAIRE

Please complete the following questionnaire. The research is conducted in the framework of a master
thesis entitled: "Participative leadership in secondary education organizations”, in the Hellenic Open
University. This survey is ANONYMOUS and in no way any school or individuals will be identified.

Your answers will be appreciated and it is estimated that it takes 3-5 minutes to complete. Thank you for
your participation in this survey!

A

1. Gender: Male o, Female O.

Personal Data

2. Age: Up to 35 O, 36-45 O, 46-55 0, above 55 0.

. Years of service: Up to 6 0, 7-12 o, 13-18 0, 19-24 o, above 25 O.

. Further studies: None 0O, 2nd University degree (undergraduate) o, Postgraduate MSc o, Ph. D o.

. Years of service as a) Vice Principal: Up to 4 0, 5+ 0, b) Principal: Up to 4 o, 5-12 o, 13+ 0.

. Type of school: Gymnasium o, Lyceumo.

. Number of students enrolled in your school: Up to 1000, 101-2500, Over 2500.

0 |IN N |O |~ |W

. (Only for teachers) Gender of your Principal: Male o, Female 0.

PART ONE: How principal should act.

B.

Please, circle the number which shows, in your opinion, the way a Principal should act in his/her

running school matters. "The principal should ...

(Key: 1=Never, 2=Seldom, 3=CO0ccasionally, 4 =Often,

5 = Always)

set standards of performance for teachers".

1

allow the teachers to act freely and to perform their task with the way they want".

ask the teachers to apply tried and tested methods when exercising their duties”.

help teachers get along with each other".

define role responsibilities for each teacher".

make teachers feel comfortable and work without any pressure”.

set the school priorities and the way that they will be implemented".

cooperate with teachers in dealing with school matters ".

OO |IN|OOC|O|BR|WIN|PF

convince teachers that his/her opinions are for their best interest".

=
o

be friendly and approachable™.

-
-

make his or her perspective clear to teachers concerning school operation™.

=
N

be ready to accept any modifications suggested by teachers".

=
w

settle any conflicts that may occur between the members of the team".

H
o~

be interested in teachers' needs and feelings".

=
(@]

ask the teachers to set their personal issues after school matters".

=
(o]

treat teachers fairly".

-
\‘

be cautious and guarded when allowing the teachers act freely".

=
oo

disclose thoughts and feelings to teachers".

RlRrlRrRrRPRRPRRPRIRPRIRPRIRIRIRIRRR|R|R
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PART TWO: What satisfies teachers

C. Please, circle the number that, in your opinion, best describes the level of teacher's satisfaction as it

relates to each item below: "Teachers are satisfied when their Principal ...

(1 =Not Satisfied, 2 = Slightly Satisfied, 3 = Satisfied, 4 =Very Satisfied, 5 = Extremely Satisfied )

notifies certain criteria for what is expected of the teachers".

|

N

w

is willing to make changes or innovations".

treats the teachers as their equals”.

shows interest in the teachers' personal problems".

puts suggestions made by the teachers into action".

composes himself a plan for how the work is to be done™.

tries to make them feel relaxed and handle school pressure”.

is friendly and approachable”.

©O© (0N |O|hs (W (N |-

trusts teachers to set their own working pace".

[EY
o

is tolerant of the teacher's mistakes".

-
[N

acts after discussing with the teachers".

[EY
N

ask them (teachers) accountability for what they are doing".

[EY
w

allocates them most of his/her main administrative duties".

[
N

promotes the professional evolution of the teachers".

[N
(62}

allows them (teachers) complete freedom in their work™.

[y
[op}

has a limited role in managing school matters".

[y
\l

assigns a task and lets teachers handle it".

[N
oo

monitors them very closely when exercising their duties”.

[E=N
©

shares, in an extended degree, his authority with them".

N
o

behaves them as hierarchically superior”.

RRrRRPRRP(PIRPRIP|IRPR|IRPIRRPIRP[(RPRP[R|FP|F, |~
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THANK YOU FOR THE PARTICIPATION!
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APPENDIX B : The questionnaire translated into Greek
language in the form it is answered by teachers

EAAHNIKO ANOIKTO HANEHNIXTHMIO
2 XOAH KOINONIKOQN EINIETHMOQN
METAIITYXIAKO [TPOI'PAMMA XTH AIOIKHZH TQN EIIXEIPHZEQN (MBA)
ANQNYMO EPQTHMATOAOTI'TO

THopaxalodue, COUTANPOGTE TO TOPOKAT® EPWTHUATOAOYIO. H Epevva TpayuoTomolEitol aTo TAOLGLO
Mimhoportikns Epyaciog ue titho: «H ovpuetoyikn nyeaio ae opyaviouoig Asvtepofabuiog
Exraidocvoncy, mov ekmoveitor ato EAinviko Avoixto Hovemotiuio. H épevva eivar avaovoun ko oe
KoUio TEPITTWON OEV TPOKEITOL VO, AVAYVWPILOTEL TO GYOAELO 1] TO. ATOUO. TOD GOUUETEXOVY TE QUTHV.
Extiudror ot n oidpreta yio. myv ocourinpwon tov givar 3-4 Aerra. H yvoun oag givair moAv

onuovtiky yio. pog. Evyopiarodue yio m oopuetoyn oag!
Awgvkpivion: Orov yiverar Aoyoc yia "oicvBovin” |, "koOnyntn " "uabntéc” avoapépston kou oo dvo

QVAOL
A. I[Ipocomka Xtoyycio
1. ®HAo: Avopag o, [Mvvaika O. 2. Huxia: 'Ewg 35 etov O, 36-45 0, 46-55 O, tavo and
55 o.

3.’Etm Zvvolikng Exntadevtikng Ymmpeoiog: 'Ewmg 6 o0, 7-12 o, 13-20 o, ndvo and 20 o.

4. EmutAéov Xmovdég: Agv vapyovv 0, 2o IItvyio O, Metamtoyioxd O, Adoktopiko O.

5."Et vimpeciog g o) Ymodievbuving: éoc4 o, 5+ 0, P) Aevboviig: éog4 o, 5-12 0, 13+ 0.

6. Tomog oyoAeiov (mov vanpeteite TIC TEPIGGOHTEPES WPES) : ['vuvdoio O, Avkelo O.

7. ApOudg pabntaov mov eottovy 6to oyoAeio: émg 1000, 101-2000, mavo amd 2000.

8. (Agv amavtobv AtevBuvtég) OHA0 Tov devBuvin TG oYOAIKNG cag povadas: Avopag O,
[Movaixo O.

Mépoc Ipoto: Ilog Oa mpéner va gvepyel 0 ArevOuvtic.

B. [Mopakarodie, KOKADOGTE TOV apBUd oV ekQPALEL, KOTA TN YVOUN GOG, TOV TPOTO OV
00 pémer va evepyel o d1evBuvTNg o€ KABE pia amd TIc mopoakdTo 18 TepurTOOELS TOV
apopovv o6Tr 010iknon tov oyoAeiov. "O devBuvTig 00 TPETEL, KATA TN YVOUN POV,
vo ...(1=Tloté, 2=2ZXmavia, 3=Mepiécpopéc, 4=2Zvyva, 5=IIavta)

0£1e1 6TOVG KAONYNTEG GUYKEKPIUEVES TTPOJYPOPES EKTELEGTC TOV £PYOV
To0VG .

EMTPENEL GTOVG KOONYNTES VO dpovv eAeDBepa Kot VoL EKTEAODV TOL
KalOKOVTA TOVG e ToV TpOTO OV BEAOLV".

{ntd and tovg Kabnyntég va epapprolovy dokipacuéves pebddovg Katd tnv
doxnon Tov kadnkoviwv Tovg".

BonBdet tovg kabnyntég va £yovv KaAéEg oyécelg petald Tovg'.

Kavel Toug Kanyntés va aicBdvovtan aveta kot va epydloviot ywpig mieon".

3 1|2
4 112
S | kabopilet pe caprvela Ti¢ oppoddTnTeg K4 EKTodEVTIKOD" . 112
6 1|2
7 1|2

0¢1e1 0 110G T1G TPOTEPAOTNTES TOV GYOAEIOV KOl TOV TPOTO LLE TOV OTOT0
avtéc O vAomomBouv".

8 ouvepydletal pe TOVg KaBNyNTES KATA TNV SIEKTEPAINGT] TMV GYOMKADV 11213lals
vrofécewv".

9 nelfetl Tovg KaBnyNTég OTL M Aoy mov TpoTEivel vl TPOS TO d1KO TOVG 112131als
GLUOEPOV".
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10

etvar Ao kot Tpoottds'.

11

Kavel 6ToVg Kanyntéc Eekdbapn Kot Gaen TNV OTTIKY TOV Yo TN Agttovpyio
TOV GYoAgiov ".

[

N

w

I

(62}

12

OEXETOAL TPOTEWVOUEVES OO TOVG KOONYNTES TPOTOTOMGELS 0 {NTHUATO TOV
apopovV T Aettovpyio TOV GYoAEiov".

13

napepPaivel petald Tov KabnynTodv 6TaV d1TaPEcGoVToL 01 GYEGELS TOVS.

14

EVOLAPEPETOL Y10l TIG OVAYKES Kot ToL GuvaleOuato Tov kadnyntov".

15

{ntd and tovg kKabnyntég va PAlovv TIg TPOS®MIKES TOVS VITOBECELS PeTd
and Tig VoOEaelg tov Gyoieiov".

16

petoyepileron tovg kKabnyntég dikona.

17

elval EMEULAAKTIKOG OTOV EMITPENEL GTOVG KAOMNYNTEG VO EVEPYOVV
elevbepa.

18

OMOKOAVTITEL TIG CKEYELS KO TOL GLVOICONLOTE TOV GTOVG KaONYNTES".

R R R kR R

NI N (NN INDNDDN

W W W W Ww| w

e~ I R

ol o1 o1 o1 (OO O

Mépoc Agvtepo: T KOVOTOLEL TOVE EKTOLOEVTIKOVC.

I.

[Mapaxarodpe, KUKAOGTE TOV 0plOUO TOV, KATA TN YVOUN oOC, TEPLYpdpel TO Pabuod

KOVOTTOINoNG TV KabNyntdv o€ Kabe pio and T mapakdtom eVEPYEEG 1] TPOTOVG dPACTC
tov otevBuvn:  "Or kaONYNTES givar tkavomomuévor 0tav o d1evfvvTIS TOVG ...
( Babuog wavonoinong: 1 = kabdiov, 2 =2Alyo, 3= apketd 4 =mold, 5= mdpo moAD )

TOVG YVIOGTOMOLEL GUYKEKPIUEVA KPITNPLLL (OC TTPOG TO TL TPOGOOK(L At
1 | avtovg". 11213415
2 | eivon mpdOvpog va kbvel ahAayEg Kot Vo EQupUOGEL KovoTouies". 11213415
3 | TOVG GLUTEPIPEPETOL MG LEPAPYIKA IGOTILOVS TOVS". 112 3|45
4 | evOlOPEPETOL YO TOL TPOCMOTIKA TOVS TPOPANHaTa”. 112 3|45
epapuolel cuyva TPOTOVE OPACNG TPOTEWVOUEVOVS OTO OVTOVG
5 | (xabnyntég)". 112 3|45
6 | kataptiletl o id10¢ T0 TAGVO Yo TO TS B vAoTOMOET P dpdiom". 112 3|45
mpoomabdel va Tovg Kdvel va csBdvovtot dveta kot va dtayepilovrol v
7 | mieon mov vVeicTAVIOL 6TO GYOAElD". 112 3|45
8 | etvar @ulMkoOG Kol TPoo1TdC 6" avTovg'. 112 3|45
9 | Tovg eumioteveTal va KaBopicovv ot 10101 To puOUd epyaciog Tovg'". 112 3|45
10 | deiyvel katavonon oe Adbn tovg". 112 3|45
11 | evepyet apov cuintmoet pali Tovg". 112 3|45
12 | Toug {ntd va AoyodoTovV Yo TpdyLato Tov KAVouv'. 1123|415
13 | Tovg avabéter ta meprocdTEPO amd TO KOpLa dtotknTikd tov kadnkovta" |12 | 3 |4 | 5
14 | tpowBei v emayyeApatikn toug eEEMEN". 11231415
15 | Tovg mapéyel mAnpm ehevbepia oty epyacio toug". 112 3|45
16 | éxer mepropiopévo poro o1 dlayeiplon TV oYOMKOV VToBEceV". 112 3|45
TOVG avalfETEL KOONKOVTA KOl TOVS EMTPENEL VO TO SLOXEPIGTOVV O1
17 | ido1". 11231415
18 | Tovg emPAémer oA GTEVE KATA TNV EKTELEGT] TV KAONKOVT®OV TOVS". 11231415
19 | popdleton pali tovg, oe peydio Pabud, mv dtotkntikn tov eEovoia’. 11231415
20 | TOVG CLUTEPLPEPETAL MG LEPAPYIKE aVDTEPOC". 1123|415

20G EVYOPLGTOVIE VL0 TV GOUUETOYN 60!
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APPENDIX C : List of Schools where the Questionnaires
were delivered

©oNo AL RE

I e e N S e N e T el
O WO ~NOoO UM WNIEREO

15T EPAL KILKIS

15T GYMNASIUM OF KILKIS

15T LYCEUM OF KILKIS

2P GYMNASIUM OF KILKIS
2P LYCEUM OF KILKIS

3"° GYMNASIUM OF KILKIS
EPAL AXIOUPOLIS
GYMNASIOUM OF KAMPANI
GYMNASIUM OF GOUMENISSA

. GYMNASIUM OF HERSO

. GYMNASIUM OF NEW AGIONERI
. GYMNASIUM OF POLYKASTRO

. LYCEUM OF EUROPOS

. LYCEUM OF GOUMENISSA

. LYCEUM OF HERSO

. LYCEUM OF KAMPANI

. LYCEUM OF NEW AGIONERI

. LYCEUM OF POLYKASTRO

. SPECIAL GYMNASIUM OF KILKIS
. VESPERS LYCEUM OF KILKIS
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