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ABSTRACT 

The purposes of this study were: (i) to determine whether there were certain 

behaviours which could 'make' or 'break' a primary school principal as a leader, 

and (ii) to discover whether these behavioural expectations were consistent, 

irrespective of the gender of the school principal. Further to this, the study also 

considered whether females themselves might consciously or unconsciously 

place differing (higher) expectations upon a female leader (in this case a female 

primary school principal) in contrast to their expectations of a male leader. 

A series of five behavioural expectations were drawn from existing academic 

literature from both the leadership and feminist fields. This material was used to 

construct two questionnaires which were administered across six medium to 

large Darwin primary schools in late 1996. A total sample of 53 teaching staff (at 

all levels, and including three principals) responded to the survey. Six of the 

respondents then participated in an individual interview session. 

The two survey formats differed only in the respect that one version featured 

examples which referred to the behaviour of a series of mate principals, whilst 

the second featured the same examples, but attributed them to female 

principals. These two formats were randomly distributed across the six schools. 

Data collected from the sample was analysed firstly by considering the total 

percentage response to each set of the identified behaviours according to a five 

point Likert scale. This gave a very good indications of which of the five identified 

behaviours were significant (in either a positive or negative sense) in terms of 

expected leadership behaviour. 



Next, t-tests were conducted companng responses to the two questionnaire 

formats to determine whether there were any statistically significant differences 

between the responses of those replying to the 'male' questionnaire and those 

responding to the 'female' one. T-tests were applied to the total group, and also 

to a sub-group covering female respondents only. It was not possible to consider 

a male only sub-group of respondents because the sample size of this subgroup 

was too small to give accurate statistical information. The follow-up interviews 

were utilised to gain useful insights as to why participants in the survey may 

have responded as they did. 

The survey results indicated that four of the five behaviours identified in the 

literature were seen to be highly significant in terms of 'making' or 'breaking' a 

leader. There were statistically significant differences in the level of expectation 

placed upon females as compared to males for two of these behaviours, even 

though the expectation on both genders tended strongly in the one direction. In 

the case of female respondents only, there was a significant difference in the 

level of expectation placed on a female (as opposed to male) leader in one of 

the two significant behaviours, indicating that, at least in some circumstances, 

females themselves place higher expectations upon female leaders than they do 

upon male leaders. 
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1 
CHAPTER ONE 

INTRODUCTION TO THE STUDY 

1.0 Problems to ponder 

We have all heard staff room discussions following the appointment of a 

new principal to a school. Often such news is treated with great excitement 

and anticipation when a particular person is appointed, whereas the 

appointment of another person deemed equally competent may elicit quite 

the opposite reaction, with the entire staff being cast into gloom and 

despair. There is little doubt that some leadership styles are more 

successful than others, but what is it that makes some leaders so popular, 

whilst others seem to leave their staff feeling desperate and dissatisfied? 

This study begins by discussing a range of leadership theories and tries 

to flesh out some of the essential ingredients which might ensure 

successful leadership. Continuing on from this point, the study delves into 

a range of feminist writings, acknowledging the possibility that not only 

might there be traits, behaviours or outcomes which work together 

positively to promote a leaders success (as portrayed in the mainstream 

leadership literature), but there may also be other aspects which in fact 

inhibit, or even destroy the possibility of positive acceptance as a leader. 
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The study advances further to examine the possibility that the 

expectations placed upon male and female leaders may in themselves 

differ. For, while in the final analysis the expectations placed upon leaders 

of differing genders may tend towards the same ends of the spectrum, 

they may differ quite markedly in terms of the level of intensity of 

expectation. It may even be that women themselves can act as 

gatekeepers of society's values, unconsciously (and sometimes 

consciously) promoting and defining different expectations for females, as 

opposed to males, who are placed in similar leadership roles. In particular, 

the study looks at the way in which the role of school principal is defined 

and shaped by the expectations of female teachers within the school 

community. These expectations may place female school leaders in 

positions where there is conflict between expected 'female' behaviours 

and leadership behaviours. 

The paper describes and discusses a pilot study conducted in NT urban 

primary schools and attempts to look at whether teachers in general, and 

women teachers in particular, unconsciously place differing expectations 

on male and female principals in some areas. 

Two main areas were identified for consideration for the study: 

The expectation that women should behave in a more 

supportive/collaborative manner than their male colleagues. That is 
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to say, whilst leaders of both genders might be expected to display 

these behaviours, females may be expected to be even more 

supportive/collaborative than their male counterparts. 

Three specific points were nominated: 

The expectation of the provision of supportive behaviour in a 

domestic, 'helping' sense 

The expectation of the provision of supportive behaviour in a 

caring/personal relations sense 

C) The expectation that female managers would be almost 

exclusively collaborative in their decision-making. 

2. The expectation that females, in contrast to their male counterparts, 

should actively avoid overt power displays whilst balancing a 

management role. 

Two specific areas were addressed: 

a) Whether it was more acceptable for males to make overt displays 

of power and its associated trappings, in contrast with the apparent 

female taboo on being seen to have power. 
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b) Whether there was an expectation placed on females to totally 

deny anger as opposed to a view that suggests that whilst displays 

of anger are not a positive asset to a male manager, the results can 

be overcome. 
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CHAPTER TWO 

LEADERSHIP DEFINITION AND THEORY: A REVIEW OF 

THE LITERATURE 

2.0 Introduction 

Before any discussion on leadership and gender can take place, it is 

important to look at the concept of leadership itself; to define its meaning 

and to consider current knowledge and research about this field. Then, 

and only then can research focusing on the issues of gender be brought 

into the arena. Thus, this study begins with two distinctly different 

literature reviews, the first of which (Chapter 2) covers the leadership 

literature, and the second of which (Chapter 3) will focus in on gender 

issues and research. 

2.1 Definitions of Leadership 

There have been many attempts to define the concept of 

leadership. Most of these centre around the difference between 

leadership and management. Kotter (1990, p.  107) contends that 

'management controls people by pushing them in the right direction; 

leadership motivates them by satisfying basic human needs'. 
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As Goodwin (1978 in Elliott, 1994a, p.  7) states: 

True leaders ... emerge from and always return to the wants and 

needs of the followers. They see their task as the recognition 

and mobilisation of their followers' needs... . In this engagement 

with their followers, the leaders' own motives are altered. 

Foster (1989) says that, as with many labels, people use the term 

leadership to mean many different things. He claims that two particular 

forms of usage have contributed to contemporary notions of leadership. 

The first is the political/historical model, which looks at the role of 

significant individuals in shaping the course of history. The second is that 

drawn from considering the sociology of organisations, and which places 

emphasis on the authority of office and the strategies utilised for 

achieving goals. However, the latter he argues is not leadership, but 

management. Instead, he asserts, we must look at the political/social 

model, where there are four essential criteria for defining leadership. 

Leadership must be: critical, transformative, educative and ethical. In other 

words, leadership is about particular types of processes. This fits with 

Kouzes and Posners view (Elliott I 994b) that 'leadership is not a place, it 

is a process' (p. 21). The question in this paper may well be whether that 

process is the same for both males and females. 

Hocking and Morley (1988) also see leadership as a process. They define 
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leaders as 'those who consistently contribute certain kinds of acts to 

leadership processes' (p. 90). Participants, they believe, become leaders 

when they consistently make effective contributions to the social order. 

The point at which they become leaders is reached when these 

contributions are both perceived and expected by other participants. This 

dynamic view of leadership accepts the notion that leadership is not just 

about who the leaders are, or how they behave, but also about how they 

are defined by non-leaders. The beliefs and attitudes that the non-leaders 

bring to any situation will therefore intimately influence how the leader is 

perceived. 

2.2 Leadership Approaches 

Research into the concept of leadership has been characterised by a 

number of phases. Whilst these different phases can be seen to reflect 

increasingly sophisticated ways of analysing a general concept of 

leadership, one might speculate that they may also reflect changes in the 

way in which a society itself is organised and hence, what is valued in a 

leader by that society (Smyth 1989). 

2.3 Trait Theory 

Early leadership studies focused on the theory that effective leaders were 

characterised by a generic set of personal traits. It was speculated that 
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'natural' leaders possessed a range of traits which were not evident in 

non-leaders. Numerous studies were devoted to determining which 

particular traits were consistently characteristic of effective leaders. 

The work of Stogdill (in Yukl 1989) is widely recognised as being the most 

comprehensive assessment of trait theory. Yukl (1989, p.  174) tells us that 

from this research: 

A number of traits were found to differentiate repeatedly 

between leaders and non-leaders in several studies. . . .Traits 

relevant to the assumption and performance of this role include 

intelligence, alertness to the needs of others, understanding of 

the task, initiative and persistence in dealing with problems, self-

confidence, and desire to accept responsibility and occupy a 

position of dominance and control. 

However, Stogdill also noted that, from situation to situation, the results 

appeared to differ. From this he concluded that the relative importance of 

each trait in fact differed from situation to situation. This conclusion 

apparently shifted interest away from trait theory towards situational 

approaches (Hoy & Miskel, 1991), focusing on the behaviour of the leader. 

Perhaps what should have been seen here was the fact that both trait 

theory and situational approaches could in fact have be viewed as being 
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two parts of a whole, rather than being seen to be mutually exclusive. The 

interaction between trait and situation may well combine (perhaps with 

other aspects also) as predictors of leader success or failure. This would 

certainly fit with the argument that it if we consider women leaders, it may 

well be the interaction between the personal behaviours and 

characteristics that a woman herself possesses, and the particular 

situation into which she is thrust (where the gendered expectations of her 

followers may be either support or deny her success) which determine the 

final outcome. 

2.4 Behavioural Approaches 

Research into leader behaviour has consistently uncovered two particular 

dimensions to leader behaviour: their concern for people, and their 

concern with task. Hay and Miskel (p.  262) list numerous behavioural 

researchers including Barnard, Etzioni and Parsons, Cartwright and 

Zander, Getzels and Guba, Halpin, Kahn, Bales, Bowers and Seashore, 

Brown and Stogdill who, they claim, all suggest this dichotomy in some 

way. 

Contingency theory is one form of behavioural approach. Fiedler (1967 in 

Silver, 1983) contended that for a group to accomplish a task successfully, 

the leader must be carefully matched to the group. In other words, it is the 

characteristics of both leader and group which affect task performance. 
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Perhaps what Fiedler neglected to see here was that not only could the 

characteristics of leader and group affect task performance, but that the 

perceptions that each held of the other might also influence this 

performance. 

Situational Leadership Theory (Hershy & Blanchard 1988) also contends 

that leadership is based upon an interplay between the amount of 

direction given by the leader, and the amount of social/emotional support 

given by the leader, but adds the dimension of the readiness level of 

followers. The leadership style which is likely to be most effective in any 

given situation or at any point in time is dependent upon the readiness 

level of those whom the leader is attempting to influence. The two major 

components of this 'readiness' are described as: willingness, or the extent 

to which followers have the confidence, commitment and motivation to 

perform a task for the leader, and, ability, the knowledge, experience and 

skill that followers bring to a task. 

According to this theory, at any given time the effective leader selects the 

behaviour which best fits the current situation in terms of follower 

readiness. Again, when considering gender as an aspect of leadership, it 

will be important to recognise that 'willingness' may well be influenced by 

the gendered views of both male and female followers. 
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2.5 Leadership Style - Transactional, Transformational 

and Charismatic 

More recent studies into the concept of leadership have focused on 

leadership style. Two main styles have been identified: transactional 

leadership and transformational leadership. Many writers identify 

charismatic leadership as a third form of leadership, although some merely 

see it as an element of transformational leadership. 

Transactional leadership (Leithwood, 1992) is based on the concept of 

exchange of services. That is, the follower performs certain tasks and 

actions delegated by the leader in return for some form of reward. Such 

rewards might include salary, status and recognition and certain 

privileges, all of which will at least in part, be under the leader's control. 

This is typically equated with management. 

Transformational leadership, on the other hand, empowers and motivates 

followers in itself. Beare, Caidwell and Millikan (1989) argue that while 

most leadership is transactional, transformational leadership is far more 

powerful and productive. 

The transforming leader, while still responding to needs 

among followers, looks for potential motives in followers, 
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seeks to satisfy higher needs and engages the full person 

of the follower. The result of transforming leadership is a 

relationship of mutual stimulation and elevation that 

converts followers into leaders and leaders into moral 

agents ( Beare, Caldwell and Millikan, 1989, p.  106). 

Transforming leaders (Dunphy & Stace, 1990) do three important things. 

They create a new vision for their organisation, they communicate this 

vision in a powerful and consistent way to all stakeholders and they 

implement this vision throughout the organisation. Caidwell (in Elliott 

1995) is quoted as saying that in the school context, principals must be 

able to 'describe and analyse the school's culture,' to 'empower ... others' 

to 'develop.., leadership teams' and 'to manage symbols to focus attention 

on matters of importance' (p.  2). However it must not be forgotten that 

successful transformational leaders tend to deal most effectively with 

transactions also. As well, how they achieve these things will be as much 

influenced by how well they conform to the expectations of their followers, 

as by their own beliefs and desires. If the expectations placed upon male 

and female are different, then it may well be that the transformational 

leader who is female (or younger, or from a different cultural background) 

will need to behave in ways which are subtly different from those which are 

expected of their male counterparts. 
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2.6 Trait Theory Reconsidered 

It is interesting to note that whilst more recent leadership studies have 

diverged from the notion of the importance of leadership traits, many large 

businesses and organisations make solid use of personality based tests 

such as the Myers-Briggs Type Indicator (1988), the DISC Personality 

Profile and the Belbin Team Role system (1981). Certainly all of these 

have been used quite extensively within the NT Department of Education 

in recent years. One major difference between these later personality 

indicators and the original trait theory research is that, for at least some of 

these, the trait emphasis is integrated with a situational approach. For 

example, the Myers-Briggs indicators tend to focus upon what leadership 

situations the particular personality type will fare best in. The Belbin 

model, however, remains firmly focused on the view that different people 

have different roles to play within a team and that the ability to take on 

certain roles and not others remain static within the person (Belbin, 1993) 

irrespective of the situation. In other words, whilst some research into 

personality traits still implies that there is only one generic set of 

successful leadership skills, other research goes broader in assuming that 

the required skills will vary according to the context. Both of the above 

hold that leaders (or followers for that matter) are relatively fixed in the 

way that they operate (according to their particular personality type), 

whereas other researchers maintain that successful leaders are those 

capable of flexible behaviour and that a good leaders modify their 
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behaviour according to the requirements of the particular situation (Silver 

1983). 

2.7 Perceived Flaws in Trait Theory 

Criticisms of trait theory have tended to reflect a deficit model. That is, the 

belief that if one thing is shown to be valid (in this case behavioural 

theory), then something else (trait theory) cannot be valid. Of course, 

there are many instances where more than one thing can be valid, but if 

considered in isolation there are certainly some areas where trait theory 

does not stand up on its own. 

These areas include: 

Non-Recognition of followers as having influence 

The one directional flow of trait theory (considering only the behaviour 

and/or attributes of the leader without consideration of the group itself) 

means that no consideration is given to the effects that others within 

the group may have upon the way in which a leader is perceived or a 

task accomplished. It assumes that, provided the leader has the 'right' 

traits, he or she will be able to lead any group with success. 

The assumption that personal traits are set and cannot be 

altered through training or the desire to change 
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The original assumption of trait theory was that leaders were born, not 

made. This is a fairly sweeping assumption which has yet to be either 

proved or disproved conclusively. It is likely that some traits (e.g. 

intelligence) may not be able to be modified through training, whereas 

others (e.g. oral communication) may be vastly improved through effort 

and training. 

C) The lack of recognition of organisational culture as a factor 

This criticism is somewhat similar to the assumption that the 

characteristics of followers will have no bearing on the leader. Clearly 

the culture of an organisation; the way in which it operates and the 

values which it promotes will have a major effect on how new leaders 

are perceived and what they can achieve (at least in the short term). 

Closely allied to this is... 

d) The assumption that the same skills will be required in any 

leadership situation 

This assumption appears to mark the point where Stogdill first moved 

away from trait theory and began to look at situational aspects. 

Perhaps a more realistic view might be that, while there are some 

generic traits (e.g. tenacity) which might fit most situations, there may 

be others (e.g. artistic skills) which will vary according to the given 

situation. 
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2.8 Positive Aspects to Trait Theory 

Probably one of the most important things about the concept of trait theory 

is the understanding that certain skills and traits may influence one's 

ability to lead. Contemporary interest in trait theory no longer espouses 

the view that there is one guaranteed set of leadership characteristics, but 

rather, that the personal nature of leadership should not be forgotten. 

Stogdill's 1974 review (in Yukl 1989) of 163 trait studies lead him to the 

conclusion that there were a number of traits and skills which were 

characteristic of successful leaders: 

The leader is characterised by a strong drive for 

responsibility and task completion, vigour and 

persistence in pursuit of goals, venturesome and 

originality in problem solving, drive to exercise initiative in 

social situations, self confidence and sense of personal 

identity, willingness to accept consequences of decision 

and action, readiness to absorb interpersonal stress, 

willingness to tolerate frustration and delay, ability to 

influence other persons' behaviour, and capacity to 

structure social interaction systems to the purpose at 

hand (Yukl, 1989, p. 175). 

Studies such as this allow aspiring leaders, or those thrust into leadership 
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positions, to critically analyse their own personal skills and characteristics 

and to develop an understanding of those areas where they may need 

assistance or where they may need to concentrate on altering their 

behaviour. However, to see the development of these skills as a means to 

an end would not be enough, as leadership traits are clearly only a small 

part of the whole picture. 

2.9 Trait Theory as a Part of a Whole 

What is becoming quite clear is that the movement from the study of 

personality traits to that of situational analysis was based on the mistaken 

belief that the two concepts were mutually exclusive. Several writers 

(Sashkin & Fulmer 1988, House 1988, Yukl 1989) have now recognised 

that whilst the move away from the study of traits to that of situational 

analysis has been useful, the complete abandonment of one in favour of 

the other may not have been what was intended by Stogd ill (in Yukl 1989) 

when he pointed out that different traits may well have been required in 

different situations. Similarly, it could be argued that the same has 

occurred with the move from the study of situational leadership to that of 

Transactional/Transformational leadership. All three dimensions could well 

form part of a much larger whole. If you do not have vision and morality, 

then you cannot (or do not want to) be a transformational leader, but 

personal skills (particularly in the area of communication) are needed to 

enact a vision. 
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2.10 Future Directions in the Study of Leadership 

It could well be argued that there needs to be an integration of the three 

main areas of leadership research. That is: 

Recognising that particular personal traits (whether innate or learned) 

may well be important in leadership. 

Understanding that different skills will be needed in different 

situations, thus meaning that either the leader will need to be flexible 

enough to adapt to changing circumstances or, that different types of 

people will lead according to the circumstances. 

Realising that true leadership (transformational leadership) requires 

vision, morality and the ability to communicate these in a truly 

meaningful sense to one's followers. 

It could well be argued that writers in the field of leadership have focused 

only on the leader 'as a leader, ignoring the fact that a leader must also 

be a manager. The current emphasis by researchers upon the 

transformational may seem to be at the expense of the transactional, yet 

there is no evidence to suggest that one needs to be exclusive of the 

other. In truth, both may be vital to success. It may well be that the very 

way in which we transact may be transformational. 
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On top of this, leadership studies need to begin looking in new directions. 

One area which is already beginning to emerge concerns the effect of 

women in leadership positions (Blackmore 1989). This particularly relates 

to the area of trait research, for, as Blackmore notes, there is a need to 

reconstruct views of leadership which embrace both masculine and 

feminine world views. She argues that the traditional views of leadership 

which emphasised '... individualism, hierarchical relationships, bureaucratic 

rationality and abstract principles' (p. 94) will need to give way for more 

participative views of leadership. Some would argue that this view is 

already seen as part of the view of transformational leadership - where 

followers are eventually empowered to become leaders themselves, but 

this system still begins with a somewhat patriarchal view whereby the 

leader must initiate change by proclaiming the vision and thereby 

construct some form of meaning for the followers (Smyth p.  181). 
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CHAPTER THREE 

WOMEN IN MANAGEMENT: A REVIEW OF FEMINIST 

LITERATURE AND BEYOND 

3.0 Background 

Equal Employment Opportunity (EEO) legislation has been in force for 

over 20 years, yet the fact remains that Australian women are hugely 

under represented in middle management positions and seldom achieve 

top management posts. Perhaps even more significantly, this situation is 

not just peculiar to Australia, but is a world-wide phenomenon (Ramsay 

1995, Hearne and Parkin 1988). 

It is becoming abundantly clear that increasing female participation in 

senior management is not just a matter of waiting for EEO policies to 

finally mature. Moreover, 

the evidence that increasing numbers of competent and 

eligible women find themselves blocked in their progress 

upwards has lead to a growing uneasiness that there are 

other forces at play (Ramsay 1995, p. 174). 

This evidence cannot be ignored if we are to make the best use of all 
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human resources available to us. For, as Karpin (1995) pointed out as part 

of the report from the Commonwealth Government Industrial Taskforce on 

Leadership and Management Skills, the lack of women in management is 

an efficiency issue, not just an equity one. 

In Australia in 1994, 25 per cent of all people in managerial/administration 

positions were women, but only 2.4 per cent of senior managers were 

females. In fact, in some of the more senior areas, the proportion of 

women involved actually shrank during the last half of the 1980s   

(McMaster & Randell 1995). 

Various studies point out that not only is this situation the case in 

traditionally male occupations, but also in those areas such as education 

and welfare where women employees tend to predominate in numerical 

terms (Roper 1994, Still 1988). The Schools Council (1990, p.  4) reported 

that in Australia there was an increasing female majority in the education 

workforce, with a 1989 sample of teachers comprising 61 percent female 

and 39 percent male. Added to this, there were approximately three times 

as many males in the secondary education sector as there were in the 

primary sector. Interestingly enough, whilst national data was sought from 

a number of finely detailed statistical sources, including both School's 

Council (1990) and Australian College of Education (Logan et at 1990) 

publications no statistical information was uncovered to either confirm or 

deny the popularly held notion that the administrative levels within schools 
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are filled by males at a highly disproportionate rate to females. 

There is ample evidence to show that, of those women who do manage to 

achieve a measure of success, most do so within a narrow band of 

seemingly 'acceptable' career options. These tend again to be 

concentrated in the fringe 'service' areas, including nursing, teaching (Still 

1988, Still 1992) or Equal Opportunity areas (Weiner 1995), and are 

generally not 'line management' positions. Even on the rare occasions 

where women actually succeed in highly masculine domains such as 

politics: 

Those women who make it to the front bench tend to be 

assigned the more traditional portfolio responsibilities such as 

family, education and health issues (Despoja, 1996, p.  36). 

As an alternative, many women move out into their own small businesses - 

often also in a service area (Still 1992, Roper 1994). 

The majority of women who do 'make it' to senior management usually do 

soon the basis of functional specialisation (Roper 1994). This is in direct 

contrast to the experience of successful men, who are far more likely to be 

generalists. While women do change organisations, they rarely change 

roles, whereas men seem to be more comfortable seeking new roles and 

areas of challenge. As Still (1992) notes, women appear to be failing to 
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recognise that they need to move from technical expertise to cross-

functional management. Further to this, she notes that women expect to 

receive promotion for doing an especially good job, valuing attributes 

such as talent, planning, foresight and risk-taking, whereas men tend to 

value interpersonal skills and leadership abilities in defining a successful 

executive. 

3.1 Stress on Women Managers 

Gofe and Scase (1985) point out that women managers are far more 

prone to stress related problems than their male counterparts. Their 

studies highlighted the fact that women faced a range of additional 

stressors which males did not have to deal with. Thus, there is the 

frightening possibility that even when women do reach leadership 

positions, they may be subjected to further disabling problems. 

Studies by Davidson and Cooper (1983) also found that women managers 

experienced a far greater number of stress factors than did their male 

counterparts. Significantly, nearly every factor was related in some way to 

gender, either involving direct prejudice and sexual discrimination or 

relating to being the minority sex in a male dominated arena. Most of these 

factors were perceived to be beyond the woman's control, and involved 

both discriminatory organisational practice and the prejudicial views of 

workmates (both peers and subordinates). As Roper (1994) pointed out 
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when referring to a number of studies by Davidson and Cooper (1982, 

1984), 'the pressure to act masculine, to be confident and aggressive, is a 

major cause of stress in the lives of women managers' (Roper, 1994, 

p.218). 

Weiner (1995) reported that female education managers in the United 

Kingdom were similarly stressed and noted that stressors included hostility 

from both male and female subordinates, work overload and a sense of 

being viewed as the 'abnormal other (p.  25) and the perception of not 

being accepted as 'one of the boys'. Female managers were reported to 

be far more likely to become targets for criticism by those wishing to resist 

change and were regularly allocated gendered rather than general 

responsibilities. 

3.2 Educational Management and Women 

In 1994 women represented 63 per cent of the total workforce in Victorian 

schools. However, they held only 18.5 per cent of executive positions 

(McMaster and Randell 1995). As Randell (1993, p. 47) points out: 

Success for women in breaking the glass ceiling to achieve 

senior management positions in education is not an end in 

itself. The presence of women in powerful positions is not the 

primary aim of the women's movement. Increasing the 



25 
numbers of women in decision-making roles in education is 

rather a means of achieving real social justice for all women 

and improving the general conditions of women, and the 

quality of life for both men and women. 

The fact that women are so poorly represented in management in schools, 

the very institutions which help to shape and mould the minds and values 

of our younger generation, gives rise to speculation as to whether we are 

achieving anything at all other than reinforcing the 'same old patterns'. 

Quite clearly, writers like Kenway (1993, p.74) see this as a major problem 

when they express sentiments like the following: 

women's massive under-representation at or near the top of 

hierarchies which produce, disseminate, distribute and apply 

knowledge is an important matter for feminists to document 

and move to rectify. 

Blackmore (1992) goes so far as to speak of 'the gendered division of 

labour in which men manage and women teach' (p.  17) and to contend 

that as work is central to the social construction of gender, so gender is 

fundamental to the way in which work is organised. Following from this, 

'Gender cannot be separated from the way in which public schools are 

taught [sic], schools have been organised and curriculum has been 

shaped' (p.  17). In Blackmore's eyes, education is a particular problem 



because teaching is characterised as a feminine, nurturing activity, 

whereas administration has historically been constructed as a masculine 

enterprise. She particularly highlights the work of Vick (1988) who 

contends that the view of a 'good teacher' allows the presence of females 

into paid work without seeming to contradict their 'prescribed sphere of 

activity' as domestic. The traditional characteristics of 'father' and 'mother' 

can be transported to the school scene with the male taking on roles which 

emphasise discipline, authority and rationalism, and the female fulfilling a 

caring and nurturing role. 

3.3 Views of Feminism 

There is a growing understanding that while feminism may have given 

women powerful legislation, it has not brought to them many of the 

'rewards' that this legislation appeared to promise. Wolf (1993) and Lunn 

(1996) argue that there is resounding evidence that the majority of women 

reject the title 'feminist', perceiving it to be anti-male, or perhaps even anti-

sexual. They point out that whilst a great deal of the negativity directed 

towards feminists is media induced, there are also a number of aspects of 

feminism which are likely to alienate both men and women. In particular, 

Wolf raises the issues of consensus thinking, and of what she terms 

'victim feminism'. 

Consensus thinking appears to be a legacy of early feminists' attempts to 
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break down female isolation through group affirmation of individual 

experiences. This in turn lead to a sub-culture which valued consensus 

thinking above the right of the individual. For many womens' groups, this 

became so powerful that dissent, or the right to think differently, left 

those who would not or could not agree on matters distinctly marginalised. 

Thus, many women who might otherwise have supported the ideals of 

feminism became alienated. In its wake, this type of feminism has 

reinforced the view of many men and women that women managers are 

more likely to be collaborative in their decision making. Indeed, this study 

will attempt to discover whether collaborative decision making is, in fact, a 

behaviour which other women expect or demand of women managers as 

opposed to male managers. There is certainly ample evidence in 

management literature to suggest that collaborative decision-making is 

viewed as a positive, but nevertheless, highly feminised leadership trait. 

'Victim feminism', on the other hand, is not limited only to the feminist 

movement. Wolf (1993, p.  147) claims it is: 

what all of us do whenever we retreat into appealing for 

status on the basis of feminine specialness instead of human 

worth, and fighting underhandedly rather than honourably 

This, says Wolf, is both inconsistent and negative, and alienates both men 

and women alike. 
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It can be argued, though, that the fact that it alienates people does not 

necessarily mean that the 'victim' is wrong. It could well be hypothesised 

that the 'victim' may in fact have a better understanding of the injustice 

being dealt out to her than the observer, and this may well be related to 

unfair or biased gender stereotyping. However, until such time as a more 

understanding attitude can somehow be instilled in the observer (whether 

male or female), the 'victim' will continue to be just that! The paradox is 

that while women continue to behave as victims, they fulfil the 'feminine' 

stereotypes which make them victims in the first place. When they stop 

behaving as 'victims' and demonstrate an assertive response to their 

dilemmas, they may well be criticised for not behaving in a feminine way! 

3.4 Definitions of Feminism 

A point which is perhaps little understood, is that over time, feminism has 

become a very broad term, which now means a range of different things, 

depending largely upon the personal experience and philosophies of the 

individual or group using the term. 

Kenway (1993) points out that there are several very distinct perspectives 

regarding the 'source of women's oppressions'. Cultural feminists, 

sometimes described as 'radical feminists', regard male patriarchy as a 

deliberate choice by males to retain power over women. The cultural 

feminists' viewpoint on education is that 'feminist educational politics are 
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about challenging and undermining male power, not just about changing 

attitudes' (Kenway, p.  10). Cultural feminists argue for a separate, anti-

patriarchal women's culture, which affirms the right of women to 'produce 

their own meanings, control their own lives and to practice their own 

politics' (Kenway, p.  11). 

Socialist feminists criticise cultural feminism as being rather crude and 

simplistic in its approach, an approach which values only one construction 

of each gender, and which is repressive in failing to recognise individual 

difference. Very often, it is claimed, 

definitions of girls' ways of learning and girls' interests and 

motivations are developed which tap right back into the 

gender stereotypes from which escape is sought (Kenway, 

1993, p.  17). 

Like cultural feminists, socialist feminists tend to regard social structures 

as deliberately oppressive and rooted in the pursuit of power and 

domination by an elite. 

Liberal feminists, on the other hand, do not look for 'villains'. Like the 

socialists they contend that much of who we are and what we become is a 

direct response to socialisation. They argue that our world is constructed 

through a complex web of experience, and that gender roles are in 
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themselves nothing more than a construction of our experiences and the 

expectations that those experiences place upon us. 

The view one takes on feminism will very much determine how one then 

interprets 'success'. For example, Culturalist writers such as Ferguson 

(1984) eschew the view of management position-holding as success, 

contending that bureaucracies should themselves be seen as an issue, 

rather than as a fact of life and as a mirror of success. In this study, I have 

chosen to measure success as it is defined within current models of 

bureaucracy. That is, to view success in terms of position and power within 

mainstream institutions, and to view gender as a social construction. 

3.5 Educational Administration Theory and Gender 

Issues 

Ozga and Walker (1995) point out that most educational administration 

theory derives directly from the management ideas of business and 

industry. These focus heavily on economic and production factors, paying 

scant attention to social and political issues. As a result: 

educational management theory does not engage with the 

issues raised by the heavily gendered nature of the division 

of labour between managers and managed in the 

educational labour force, nor does it address fundamental 
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issues of control and power in education, except in very 

superficial accounts of how best to lead or to manage that 

workforce (Ozga and Walker, 1995, p.  35). 

Marshall and Rusch (1985) claim that the current theories of business 

management (mainly focusing on transformational leadership) are flawed 

in any case in that they are largely based on the work of Burns (1978) 

who, whilst he expressed verbal support for gender equity principles, 

based his theory solely on studies of male managers. In all, there is little 

discussion regarding gender in management literature beyond general 

observations which tend to focus on the lack of women in leadership 

positions. Marshall and Rusch observe that, where it is mentioned, it will at 

most fill a short chapter within a text which reflects a male perspective of 

management in all but that one 'special' section. 

Randell (1993), one of the few writers to directly consider women and 

management theories, suggests that sexist attitudes and behaviours 

are still barring women from achieving top level positions in the 

education domain. These attitudes are not necessarily the views and 

actions of men only, but are values reinforced by an entire society. 

They consist of unconscious assumptions about the skills needed for 

effective leadership which are so deeply woven into the fabric of our 

society that it is not even considered that they may be based on a 

model which is completely male oriented. According to Randell (1993) 
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these include: 

Our education system, which she argues currently reflects male-

oriented cultures and structures. 

The perception which women themselves hold that they are inadequate 

as leaders. This perception discourages women from putting 

themselves forward for selection or promotion. 

The fact that selection and promotion processes subtly discriminate 

against women despite seeming to support EEO legislation and 

principles. 

• The belief that management responsibilities and family duties cannot 

co-exist. 

Whilst these observations were made with specific reference to the 

education domain, it is not difficult to imagine that the same points could 

be extrapolated to all areas of womens' endeavour. 

3.6 What are these Debilitating Values and 

Assumptions? 

Many writers (eg. Roper 1994, Connell 1995) believe that masculinity has 
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in some intricate way become defined by the identities that men live out. 

So, the world of work is put together very much according to masculine 

constructs, with managers being very much 'limited by a role definition 

obliging them to be super-masculine, super-tough, super-efficient and 

super-strong' (Roper p. 14). When one considers that management books 

from a mere 20 years ago bore titles such as The Frustrated Titan - 

Emasculation of the Executive, one certainly has to agree that this view of 

management as a gendered construct is not a trivial fantasy! 

Roper (1994) notes that many male managers, whilst expressing an 

appreciation and admiration for female managers, do so by casting them 

back into the roles of peacemaker and nurturer and so inadvertently place 

these women 'at odds' with the management structure in place - 'We need 

to know more about the often subtle ways in which men's normative 

conceptions about gender are reflected in their different treatment of 

women managers' (Roper, 1994, p.  37). Indeed, he notes later that the 

failure of women to achieve significant success in management may well 

be due to the fact that, while time and effort has gone into putting into 

place practical strategies to assist women, scant attention has been paid 

to the 'deep structures' of gender inequity. What also needs to be 

considered is whether women, as well as men promote these 'deep 

structures'. Certainly Roper found that women managers themselves 

presented in a contradictory manner: 
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Some vented their anger at men who had blocked their 

promotion as effeminate, so promoting the discourse of hard 

masculinity. Others found pride in 'mothering' skills - cooling 

the tempers of organisational men or providing emotional 

support. Relationships between women and men in 

management reproduced the gender relationships of family 

life (Roper, 1994, p.  191). 

He further expanded on this by claiming that the argument that there was 

an increasingly important role for women in management because of their 

assumed people-handling skills merely reinforced gender segregation at 

the management level. Moreover, men and women tended to focus on 

'femaleness' as an issue whereas 'maleness' appeared to be embedded in 

the culture of an organisation, and thus was not seen as a separate issue. 

Within the educational context, whilst there is pressure for school cultures 

to become more empowering and nurturing, this is in tension with the 

increasing overlay of a 'masculinist management framework' brought about 

through devolution (Pringle and Timperley 1995). The need for schools to 

perform more and more as a business rather than as a service has re-

emphasised the demand for skills traditionally seen as being in the male 

domain (eg. financial management, assets management and market 

driven competition). 

Not all of the literature paints a gloomy picture for female managers. 
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Shakeshaft (1995), for example contends that women principals 'do at a 

least as well or better than men' (p.  12) in a range of areas, including 

relationships, teaching and learning, and community building. This, she 

claims, is characterised by the differing language used by women in 

powerful positions - emphasising a power with, rather than a power over 

others. Weiner (1995) also supports this view, arguing that the 'new 

1980s concept of management favours an approach which is more 

consensual and no longer tied to masculine traits. Ozga and Walker 

(1995), on the other hand, claim that whilst these new discourses may 

claim to be empowering,'in our experience, managers enjoy their power 

and construct procedures and processes that allow them to display and 

extend it' (p.  41). They argue that, while women managers continue to see 

formal procedures such as meetings as a genuine attempt for exchange 

and communication, men tend to use them merely as another venue in 

which to display their power. Still and Mortimer (1994) claim that the 

interpretation of modern management terms and practices differs 

according to gender: 

For instance, 'teamwork' in the male domain means letting 

the leader lead and being a good follower. The female 

interpretation usually means 'making a contribution' and 

'speaking up' - the exact opposite to what is required under 

the male version. Because of this difference, women are 

often criticised for not having 'people skills' and are omitted 
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from the inner circle (Still and Mortimer, 1994, p. 4). 

3.7 What are the Expectations on Leading Women? 

One of the other difficulties with placing gendered expectations upon 

female managers is that very often these expectations place women in a 

paradox. Not only are they expected to handle situations by being strong, 

and tough, but they must do so without breaking a range of assumptions 

about how women should 'behave'. 

Historically, males and females have been characterised as having 

different (at times complementary) personal traits. At the turn of the 

century, females were actively discouraged from taking on teaching roles 

with all but younger students because it was presumed that they lacked 

the economic and political sense of males and would thus disadvantage 

their (male) students. By contrast, they were encouraged to work with 

younger children because they were thought to be more sympathetic than 

males and had an 'intuitive' understanding of the needs of young children 

(Blackmore 1992). 

Forty years ago, researchers such as Gough (1952) went to great pains to 

identify the characteristics of 'psychological' femininity. In his piece of 

work, he set out to identify those factors which characterised femininity 

and which would 'at the same time, differentiate men from women and 
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sexual deviates from normals' (Gough,1952, p.427), assuming that 'sexual 

deviates' (in this case meaning male homosexuals) would tend to respond 

in a more 'feminised' manner. The items selected (see Appendix 1) 

constitute very interesting reading, in that they 'emphasise clean, white 

collar work, an acceptance of certain conventionally feminine roles, and a 

rejection of certain conventionally masculine roles' (Gough, 1952, p.  428). 

Despite the massive changes in social discourse about gender over the 

past 30 years, Gough's study would, in all probability, elicit a similar 

pattern of responses in the 1990s. Whether these traits are socially 

constructed (as many would believe today), or innate (as Gough quite 

clearly believed) is of little consequence. What is of prime importance is 

the fact that even a quick glance at the items used would suggest that 

anyone who responded in a 'feminised' fashion to many of them, would 

certainly not make a likely candidate as a manager. These items 

particularly stress factors such as a reluctance to use power, a disinterest 

in leadership roles, and a desire to be liked and to 'quietly fit in' socially. 

Contemporary writers often characterise 'feminine' behaviour in similar 

ways. Parry (1996) claims that women are more collaborative and have a 

better understanding of human nature and argues that men need to 

develop these 'feminine' traits in order to be more effective managers. 

Kenway (1993), in looking at cultural feminism, claims that a similar list of 

'positive' female traits (carers and sharers) are part of the female world 

which rejects the male success values of individualism, aggression, 
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competition and hierarchy. Taylor (1991) speaks in even stronger terms of 

'hegemonic masculinity', which is characterised by power, authority, 

aggression and technical competence and 'emphasised femininity', which 

is portrayed by sociability, compliance and subordination. 

Adler (1988) claims that all cultures extend differing role expectations to 

males and females, expecting females to play one set of roles, and males 

another. In many cultures, she says, the traditional female role promotes 

behaviours and attitudes which are antithetical to the role of manager. 

Belenky et al (1986), too, contribute to this perception of gender 

difference, with the notion that women have different 'ways of knowing' 

when contrasted with men, with males being characterised as impersonal, 

impartial and fair, whereas women are more concerned with making moral 

decisions which are determined inductively, by bringing particular 

experiences into context. Cox (1996) adds further to this thesis of 

'difference' with assertions that men tend to focus on 'issues' whereas 

women are more inclined to deal with 'how people feel' rather than issues, 

particularly conflict. 

Perhaps one of the most significant contributions to the literature on 

gendered expectations of management roles is what Still (1995) refers to 

as 'trap doors'. This new metaphor alludes to the intermixing of 

organisational culture and personal attitudes which influence relations 

between sexes, and significantly, impact upon a woman's ability to gain 
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and use power within the organisation. 

The gendered nature of work, along with organisational 

traditions, and the relative proportions of women and men - 

especially in top jobs - determines the gender ethos. This, in 

turn defines how women straddle the dual task of being 

'feminine' and being in a management position, and also 

dictates how they choreograph their actions to gain 

acceptance by co-workers (Still 1995, pp.  8 - 9). 

3.8 Recognising the 'Trap Doors' 

Assuming that the 'trap doors' described above do exist, it is important to 

identify what particular assumptions and paradoxes make it difficult for 

women to straddle the dual roles of femininity and management. Certainly 

Cox's (1996) work points out that women appear to be judged under far 

more stringent rules than men. Criticisms of personal style are often 

applied to senior women in ways which do not appear to be expected in 

men - dress, emotional state, family responsibilities, feminine roles, 

'Women as change agents are particularly likely to be deemed unfeminine' 

(Cox, 1996, p. 63). 

Two particular areas appear to be emerging in which women are more 

harshly judged than men. The first is the apparent unacceptability for 
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females to display overt power (a designated 'male' characteristic). The 

second is in the display of supportive/collaborative behaviour - are women 

judged more harshly than men if they fail to display these (designated 

'female') behaviours? 

3.9 Women and Power 

Probably the most heavily documented area of paradox for women is the 

lack of acceptability of the use of power. Numerous writers (Cox 1996, 

Despoja 1996, Brown 1988, Davis 1991, Still 1988, Wolf 1993) have 

documented evidence and impressions which indicate that many women 

either reject or fear notions of power. Despoja's recent article 'Time to 

Sound Off begins with an expose of this attitude: 'While writing her latest 

book Leadinci Women, Eva Cox was warned by another feminist "don't 

start with power, its too confronting" ' (Despoja, 1996, p.  36). 

Still (1988) extends this concept, noting that ambitious women are 

resented 'not only by men', but also by other women who do not share 

their ambitions and who appear to see those women who seek power 

through management success as 'just breaking the rules'. In Still and 

Mortimer (1994), even stronger reference is made to this claim. Here it is 

asserted that women managers are popularly promoted as being 

masculine, ruthless, aggressive, abrupt, rude, disinterested in others, and 

'task oriented' rather than 'people oriented'. 'Derogatory comments such 
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as "dragons", "battle-axes", and "barracudas" accompany any forceful 

woman who aspires to a leadership role' (Still and Mortimer, 1994, p.  7). 

Cox (1995) identifies this fear of power as being of critical importance for 

women and asserts that: 'If women are frightened by the concept of power, 

and punish those women who try to assert it, we have a major problem' (p. 

130). It is certainly the belief of many that we do, unfortunately, have such 

a problem! 

3.10 Types of Power 

Power can be expressed in many ways. This study focuses particularly on 

the responses of other women to two distinct manifestations of power: 

Overt displays of leadership, and, 

• Angry/aggressive behaviour. 

3.11 Overt Displays of Leadership 

Davidson and Cooper (1983) suggest that many women either avoid 

seeming successful or avoid success in itself in order to behave in what 

they believe is a socially condoned manner. In support of this finding, 

Wolf S (1993) assertion that womens' aversion to taking power is at times 

so extreme that their bodies recoil when they speak of power, is perhaps 
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not surprising. What is of vital importance to those who wish to see 

change, however, is that when encouraged by other women to accept 

power, the womens' body language changes and becomes stronger. The 

powerful taboos which make it difficult for women to claim status can be 

overcome, but only if other women make it 'safe' to do so. 

Davidson and Cooper (1983) provide some clues as to the nature of this 

fear when they note that when women do take on an overt role their 

subordinates are quite often inclined to label them as 'bossy', whereas a 

male exhibiting identical behaviours is described as a 'leader'.1  This is 

supported by the assertions of Chesler and Goodman (1976) who claim 

that: 

Any assumption of control or leadership by a woman, especially 

over men, is upsetting to both men and other women. Women are 

expected to support the MAN of ambition or power, not to be him 

(Chesler and Goodman, 1976, p.  191). 

Cox (1996) also supports these assertions, noting that special training 

programs were recently set up for senior women in the Australian Public 

1  The bitter 'humour' of writers such as Hanson (1979) on this point 
regularly surfaces in offices around the country, where there are few 
female workers who have not at some stage been handed a copy of 
Hanson's 'Postscript' (refer Appendix 2) which sets out a series of 
male/female descriptors for a range of leadership behaviours. 
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Service Executive Service for women who, whilst being designated as 

powerful, were decidedly uncomfortable with power and leadership 

concepts. 

Overt acknowledgment of leadership roles may, as Cox points out, be a 

particular anathema to women, who have been trained from childhood not 

to promote themselves, but rather, to wait for recognition. 

This taboo is not confined to Western culture. Chan (1988) points out that 

many female managers in Singapore confront identical problems. The 

messages of their upbringing make it difficult for them to assume use of 

direct, overt power. Instead, Chan (1988, p.  66) points out that they: 

shy away from major managerial responsibilities and 

decision making, fail to make strong strategic moves to 

expand their scope of influence, and are usually short-

sighted in setting their career goals and shaping their career 

paths. 

This failure to accept and acknowledge one's power saves a woman from 

the wrath of her 'sisters', but it does nothing to support the rise in status of 

women as a group. It is imperative that women learn to distinguish 

between management ability (competence) and leadership (power). They 

need to actively learn to use power, pursuing leadership positions and 
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being seen as 'acting smart, strategising and leading rather than thinking 

smart and performing tasks well' (Still & Mortimer 1994, p. 9). Still and 

Mortimer also point out that as a woman becomes more competent, skilled 

and ambitious, and the more she redefines her own economic status, 'the 

more uncomfortable and the more deprived she risks becoming in relation 

to both men and women' (p.  199). 

Cox (1996, p.159) claims that 'The model of good womanly behaviour is to 

be amongst the group and not to stand out'. Women who seek to break 

these social rules may well be redefined as 'difficult women' (Cox 1996, 

Still 1988), about whom Still (p.  57) comments: 

Difficult women are transgressors, to be excluded and often 

ignored until they learn their place and remember their manners. 

Wolf (1993) adds another dimension to the literature, claiming that women 

are reluctant to claim success or to hold power. She contends that the 

behavioural constraints are unbelievably strong and that 'Women are 

never supposed to mention that they have access to either power or 

money' (Wolf, 1993, p.251). 

Following on from this theme, Chester and Goodman (1976) even go so 

far as to suggest that many women who achieve high paying positions 

adopt dowdy or asexual dress in order to communicate the message that 
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they have, at great sacrifice, chosen a career instead of a feminine 

lifestyle. This fits well with the comments of Lynch (1984) who, when 

speaking of bureaucratic femininists (whom many grassroots feminists 

regard as having 'sold out' to male institutions by seeking power and 

influence, status and money), claims that while the question of clothing is 

'much joked about', there is certainly a tacit understanding that women 

must conform to certain types of dress which are symbolic of their level of 

power and status. 

3.12 Angry/Aggressive Behaviour 

Angry or aggressive behaviour appears to be a major taboo for women, 

with some researchers (eg. Barnes, undated) claiming that strident and 

aggressively femininist role models put women off the concept of 

feminism. Chessler and Goodman (1976, p.  191) claim that women who 

are aggressive are generally punished for this: 

They must wait longer for financial and emotional recognition 

without an information network, without heroic or surviving 

role models, without encouragement. 

By contrast, young males who demonstrate what might be regarded as 

inappropriate levels of aggression in a female, are often rated very highly 

for exactly this behaviour (Still 1988). As Court (1995) notes, the 
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expression of anger is culturally acceptable for men, but not women. The 

taboos against women's anger are so strong, that many women have 

difficulty even recognising their own anger. Court's study revealed that 

women managers are acutely aware of expectations placed upon them not 

to express anger even when it is fully justified. 

Conflict in itself is unacceptable to many women (Cox 1996) and so they 

choose to avoid it. When women do become involved in conflict situations 

they are often penalised more heavily than males (if males are penalised 

at all), with Cox 1996, p.12) claiming that: 

there are particular penalties for conflict amongst women. 

These are often more serious than penalties for women in 

conflict with men. 

Cox portrays the expression of anger as being 'totally unacceptable' in 

women because it is perceived to be against the 'inner female nature'. 

Judgements about anger certainly differ depending on whether the 

perpetrator is male or female. Female outbursts tend to be remembered, 

whereas as male anger appears to be rapidly forgotten. 

Hearn and Parkin (1988) point out that the language of leadership is 

inherently male, including qualities such as aggressiveness, 

assertiveness, abrasiveness and competitiveness. When a women who 
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takes on a leadership role demonstrates such qualities, this language can 

become distorted - 'aggressive becomes "overdomineering" and assertive 

is viewed as bossy and strident' (Hearn and Parkin, 1988, p.  21). As Ccx 

(1996, p.  99) so eloquently puts it: 

At present there are particularly savage controls on powerful 

women who play in masculine ways. They are punished 

when men are not for inappropriate leadership behaviour. 

Women who behave in hierarchical, non-considerate ways, 

who demand services, forget their manners occasionally, 

blame others and lack good communication skills are seen 

as sinning far more grievously than men who do exactly the 

same thing. Even when they act in ways which mirror their 

male peers or are less offensive, women are often judged 

more severely. 

In fact, Cox notes, women who behave in a masculine way may receive 

very mixed messages. They may be regarded as being 'as good as a 

man', or alternatively they may be seen as being threatening, and are thus 

punished for 'inappropriate' aggressive behaviour. 

Chesler & Goodman (1976) point out further complications for women who 

may try to mask their anger. In attempting not to break the anger taboos, 

'women cover their faces with smiles' when they have something 
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'controversial, unpleasant, critical - or commanding' to say. When this is 

added to women's soft or deferential body language a very mixed 

message is given. 'This is one reason that both women and men "on the 

job" often experience a female boss as unnecessarily cruel and devious' 

(Chesler and Goodman, 1976, p.  26). 

3.13 Supportive/Collaborative Behaviour 

Just as it appears to be unacceptable for women to demonstrate 

masculine traits such as power, there also appears to be an unwritten 

assumption that a woman who is not perceived to have strong 'people 

skills' (ie demonstrating supportive and collaborative behaviours) is 

equally unacceptable. Cox (1996) notes that senior women who are 

accused of lacking these 'people skills' tend to be doubly punished, 

because, not only is their work behaviour being criticised, but there is also 

a tacit implication that they have failed as women. 

There is an expectation on senior women to play a 'mother earth' or 

counsellor role as part of their position. Davidson and Cooper (1983) 

argue that whilst this expectation remains in place women will fail as 

effective managers because such a role requires them to be passive, 

nurturant and non-critical. Still (1988) confirms this view, noting that 

women managers are expected to 'look after colleagues and do little 

things for them',, treat them non-critically and non-threateningly, and not 



compete against them. The obvious comment about this as a 

'management' expectation is that it does not appear to maintain 

importance as a managerial task if there are no females who can be 

expected to take on the role! 

Another aspect of this 'carer' role pertains to the incidental types of 'duties' 

which women may feel compelled to perform. Davidson and Cooper (1983, 

p.2) recounted the experience of a senior women manager who, when 

promoted to the inner sanctum of the Board mused that 'When the tea 

arrived I was obviously expected to get up and hand the cups around'. 

This type of thinking can also be gleaned from a comment made by 

Chesler and Goodman (1976, p.  195) who refer obliquely to the supportive 

role expected of corporate wives: 'You can tell who the token women are 

by how awkward they look without any wives'. Similarly, Daws (1995, p.99) 

notes that the organisational cultures of schools tend to assume that 

promotional candidates 'will have domestic support systems to free them 

from participation in activities outside routine school hours'. 

Bacchi (1990, p.238), on the other hand presents a mildly more positive 

view asserting that: 

Women are constrained by domestic ideology and absorb 

parts of its message, but they also reject it when it 

contradicts their needs and/or desires. 
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On the subject of collaboration, there is a very clear paradigm placed upon 

women managers which leads to an expectation of shared decision 

making and collaborative behaviour (Wolf 1993, Belenky et al 1986, Cox 

1996, Parry 1996). When women do not collaborate (or even worse, 

dissent), other women appear to see this lack of collaborative decision 

making as a form of betrayal. As Wolf (1993, p.332) so rightly points out, 

there is an urgent need for women in particular to distinguish between 'the 

right to have an opinion about a woman's choices and the right to judge 

her'. 

Cox (1996) takes this even further, intimating in her critique of the 

paradigm of consensual decision making in women's collectives that not 

only can the process be a painful one for those who might secretly dissent, 

but also that the process in itself can be tedious and inefficient. 

3.14 Who is 'Pulling the Strings'? 

Laws and policies regarding anti-discrimination, equal opportunity and 

affirmative action abound in most western countries, yet the 'glass ceiling' 

remains. Leonie Still (1992, p.1) comments that: 

As the glass ceiling still exists in spite of this positive 

assistance, then perhaps women should re-examine their 

approach to see if they are also assisting in its maintenance. 
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Could it be that both men and women have such deeply ingrained pictures 

of how both men and women 'are' that they quite unconsciously promote 

the 'status quo' even when they believe that they are fully cognisant of the 

need for equity? Could it also be that the notion of women as 'carers', and 

as the nurturers of our young is so deeply implanted in our subconscious 

that women are, in fact, especially prone to promoting subtle constructions 

of femininity which are radically at odds with their own espoused 

viewpoint? As Cox (1996, p.113) says: 

To be really effective, we first need to identify the problems 

we make for ourselves and other women and then, look at 

why so many of us fail in our use of power. 

Women, by virtue of their refined skills in interpersonal bonding, are 

capable of setting up powerful controls on other women. Cox's painful 

taunt that 'As women we are all guilty over criticising women more 

stridently than men' (1996, p.  117) has a disturbing ring of truth about it. Is 

there a need for women in particular to examine their own thoughts and 

actions in order to attack the 'glass ceiling'? As Still (1992,p.11) points out 

so perceptively: 

While glass ceilings do exist, women should also learn to 

recognise that they are not always erected by external 
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forces, but are often imposed by women themselves. 

3.15 Conclusion 

Women in management have very different behavioural expectations 

placed upon them when compared to their male counterparts. These 

expectations appear to be intimately connected with the paradigms which 

both men and women hold as to what is acceptable male or female 

behaviour. Very often these paradigms make it particularly difficult for 

women in management positions to behave as effective managers whilst 

at the same time fulfilling the expectations placed on their gender role. 

There has been a great deal written also about the ways in which women 

themselves appear to police these expectations of one another. As Cox 

(1996, p.133) explains: 

What goes unrecognised is that it is often women who 

initiate the downfall of other women. Women who work under 

'unfeminine' women managers are often ready to criticise 

their actions although they would overlook or just grizzle 

about similar behaviour in men 



CHAPTER FOUR 

RESEARCH METHODOLOGY 

4.0 Introduction: Teasing out the Factors to be 

Investigated 

In the previous chapters a range of issues were identified and 

discussed in relation to both leadership and to gender. Items selected 

for comparison of subordinate views and perceptions of male and 

female leaders covered two broad areas: 

The expectation that women should behave in a more 

supportive/collaborative manner than their male colleagues. That is 

to say, whilst leaders of both genders might be expected to display 

these behaviours, females may be expected to be even more 

supportive/collaborative than their male counterparts. 

Three specific points were nominated: 

a) The expectation of the provision of supportive behaviour 

in a domestic, 'helping' sense 
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b) The expectation of the provision of supportive behaviour in a 



caring/personal relations sense 

C) The expectation that female managers would be almost 

exclusively collaborative in their decision-making. 

The expectation that females, in contrast to their male 

counterparts, should actively avoid power whilst balancing a 

management role. 

Two specific areas were addressed: 

Whether it was more acceptable for males to make overt 

displays of power and its associated trappings, in contrast 

with the apparent female taboo on being seen to have power. 

Whether there was an expectation placed on females to 

totally deny anger as opposed to a view that while displays 

of anger are not a positive asset to a male manager, the 

results can be overcome. 

In feminist literature, much has been made of the assertion that 

females themselves may unconsciously reinforce the supposed 

disparities in expectation between female, as opposed to male 

leaders. It has even been suggested that women may unconsciously 
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be more punitive than men towards women who do not conform to 

gendered expectations. For this reason it was considered that some 

sort of comparison between male and female attitudes would also 

prove invaluable. 

4.1 Selecting an Appropriate Methodology 

In deciding how to go about the study, a range of methodologies for 

investigation were considered. 

The use of ethnographic strategies was contemplated, but was 

rejected on the basis that, while it is relatively easy to code observed 

leader behaviour, it would not necessarily be easy to form 

understandings as to how this behaviour was viewed by other 

members of the group. This could only really be done reliably by 

directly questioning the participants on their views. It was not felt that 

questioning subordinates about their views on specific actions taken 

by their leader would be ethical, and further, it was considered that 

few, if any principals would be prepared to agree to this sort of 

intrusion. Added to this, there was the difficulty of viewing and 

identifying sufficient instances of each of the various types of 

behaviour such that reliable comparisons could be made. 

This thinking lead directly into the idea of using short vignettes which 
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would be consistent for all participants (except where variables were 

deliberately altered), and which could highlight each of the specific 

areas to be investigated. In this way, the behaviour under 

consideration (while perhaps based on real or generalised instances) 

was not tagged to a specific personality, and staff were not being lead 

to make personal judgements about the behaviour of their own 

principal. 

At first, the idea of using videotaped vignettes was contemplated. 

However, this was rejected in favour of written 'snapshots' in order to 

avoid respondents being influenced by the physical attributes of the 

subject. For example, they might respond differently to a male 

principal with a ponytail and thongs than they would to another male 

principal dressed in a suit and tie. On the other hand of course, it 

does need to be acknowledged that participants will bring to each 

imagined situation a range of their own private perceptions and 

interpretations. 

Originally, the vignettes were written as a set of diary entries, with the 

respondents being asked to rate their reactions to a series of fictitious 

situations according to a five point Likert scale. After further 

consideration, these entries became stand alone reflections, as it was 

realised that, otherwise, respondent's might begin to build up a 

composite personality picture from the behaviours and might judge a 
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specific incident according to how the principal had behaved in 

previous situations. This change from diary format to stand alone 

vignettes also meant that each respondent could be given a mixture of 

both female and male leadership situations to consider. 

4.2 Testing the Questionnaire Format 

Eventually, a trial instrument was finalised (See Appendix 3). This 

instrument took the form of a questionnaire, consisting of nine 

vignettes, and a total of ten questions. Each vignette focused on a 

scenario typical of, or based on, real incidents occurring in urban 

Darwin primary schools. For initial trialing, there were two versions of 

the questionnaire. The first alternated the genders of the principals, 

male/femalelmale/female. The other alternated genders 

female/male/female/male. All other details remained identical. A 

second section of the questionnaire sought information on age group, 

gender and level within the school (ie management or classroom 

teacher). This section also asked for contact information for 

volunteers to participate in confidential follow up interviews. 

In filling out the questionnaire, respondents were asked to rate their 

view of the appropriateness of the expectations placed upon the 

principal's behaviour (either by the principal himself/herself, or by 

others) according to a five point Liked scale. This gave ratings of 
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most inappropriate, mildly inappropriate, neither appropriate nor 

inappropriate, mildly appropriate and most appropriate, thus giving a 

good picture of the respondent's expectations of leader behaviour. 

Section Two of the questionnaire tapped information on participants' 

age groups, gender and promotion levels. This section of the 

questionnaire was identical in both editions. Section Two also asked 

for volunteers to participate in a confidential follow-up interview. 

The next step in the process was to trial the instrument in order to 

check whether there were likely to be any unexpected problems with 

test administration, and also to check whether the questions were in 

fact measuring the item identified. This was not a data collection 

procedure, and the five respondents who participated in this trial were 

informed prior to participating that part of their role was to note any 

difficulties which they experienced in filling out the questionnaire. It 

was made clear to them that their responses would not be used as a 

part of the study data, and they were given the option of either filling 

out the form and then destroying it immediately after the trial session, 

or of noting their answers elsewhere. Each of the participants was 

timed whilst they completed the form so that future participants could 

be given a realistic estimate of the time required before making a 

decision as to whether to take part in the exercise. 
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Once the trial participants had finished filling out the form, they were 

asked to match each question with the five specific themes that the 

questionnaire was attempting to address. As mentioned throughout 

the study, these themes were: 

Support in assisting with domestic tasks 

Responsiveness in a caring/personal relations sense 

Collaborative decision making 

Overt displays of power (symbolic) 

Displaying anger 

The first and last two respondents had no difficulty with the format 

and found matching the items relatively easy, achieving 100 percent 

accuracy. The third respondent found most items easy to match, but 

rated one item differently. This person initially matched an item 

focusing on the principal not allowing a teacher to provide assistance 

to a sick relative as being related to domestic tasks, whereas others 

had rated it as being related to the being responsive/supportive as 

had been intended in constructing the test. When prompted that it was 

important to realise that the theme might be presented in either a 

positive or negative form, and that it was the behaviour of the principal 

which was being studied, and not that of the participant, the 

respondent then rematched the items under the intended themes. 

Time taken to complete the test varied, with the fastest time taken 
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being four minutes, and the longest nine minutes. 

Feedback from the respondents indicated that the deliberate 

manipulation of gender alerted them fairly quickly to the point that 

gender was an underlying theme in the questionnaire. Since it was 

hoped that the questionnaire would pick up unconscious as well as 

conscious attitudes, it was decided that it would be better to run the 

risk of some respondents misreading the questionnaire and thus 

reacting to each individual instance as if they were common to the one 

personality, than to alert the readers to the question of gender by 

continually manipulating this aspect. Thus, the two final versions 

utilised consisted of either all male, or all female examples, with all 

other wording and details remaining the same. 

4.3 Setting up the Interview Format - Background 

The raw data from a survey such as the one designed for this project 

can provide very useful and interesting results. However, while this 

type of methodology can provide definitive answers as to what survey 

subjects do, or think, it does not shed a great deal of light on the 

'Why?' of their responses. For this, a follow-up interview is required. 

As well, a follow-up interview can sometimes uncover new ways of 

interpreting the data - ways which may put a new slant on the 

sometimes unconscious assumptions being made by the researcher. 



Before deciding on an interview format, the researcher needs to be 

quite clear in his or her own mind just what the purpose and intended 

outcomes of the interview phase are. In this particular case, the 

identified outcomes were: 

To gain insight into the reasons why respondents might hold 

particular views about the particular behaviour exhibited by the 

principals in the vignettes. 

To reconfirm the validity of questions. In other words, were they 

generally interpreted in the expected manner by participants? 

To determine whether the leadership behaviours identified through 

the study were in fact deemed to be important leadership 

characteristics by a sample of those interviewed. 

To explore whether the espoused views of the interviewees 

regarding principal gender in fact reflected (or otherwise) the 

survey results. 

To canvass the views of participants on the initial survey results 

and interpretation. 
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4.4 The Interview Format 

With the above points in mind, a careful structure was planned for 

conducting the interviews. Keeping in mind the fact that potential 

volunteers would be more likely to offer their assistance if the amount 

of time required was limited to less than an hour, a set of five activities 

were formulated. 

4.4.1 Interview Activity One 

For the first activity, it was decided that original questionnaire would 

be administered a second time at interview, but with reversed gender. 

In other words, if the participant had previously completed a 

questionnaire focusing on male subjects, this time they would be given 

one focusing on all female examples. Interviewees were asked to read 

through each item and rate the behaviour of the principal, but this time 

they were also asked to give reasons for their choice of ratings. The 

latter part of this activity in particular provided a wealth of information 

as to why certain questions may have been answered in particular 

ways, and gave further insight into just what concepts participants may 

have been considering in answering each question. 
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4.4.1 Interview Activity Two 

Next the interviewees were asked to rate the importance of certain 

leadership behaviours, these being the five aspects identified for study 

through the questionnaire: 

Behaviour which is supportive in a domestic, 'helping' sense 

Behaviour which is supportive in a caring/personal relations sense. 

Collaborative behaviour in decision-making. 

Overt displays of power - being seen to lead. 

Demonstration of anger (See Appendix 4). 

They were also asked to add their own ideas as to other behaviours 

that they believed were important leadership behaviours. This 

provided confirmation (or otherwise) of the points (above) teased out 

from the literature, but also allowed exploration of the relative 

importance which interviewees attributed to the different behaviours, 

as well as having the potential to uncover other important behaviours, 

unrecognised by the survey. 

Participants were then asked to comment on whether they felt that 

there was any difference between the two questionnaires - the one 

initially administered, and the one administered as part of the 

interview. This was mainly done to check whether participants were 

conscious enough of the underlying gender theme to recognise the 
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difference. 

4.43 Interview Activity Three 

Following on from this point, the two further questions were explored: 

Do you have a preference between working for a male or 

female principal? Why/why not? 

Do you think and male and female principals demonstrate the 

same leadership styles? If no, what are the differences? 

The answers to these questions gave insight into whether subjects 

were conscious of any differing expectations between male and 

female leaders - and interestingly, as we shall see later in the 

discussion, several were. 

4.4.4 Interview Activity Four 

An explanation of reasons behind the study was given to participants, 

and their comments sought. The two main reasons given to 

participants were: 

To determine whether certain behaviours are likely to either 



'make or break' a leader 

To determine whether these behavioural expectations are 

identical in respect to both male and female principals. 

This elicited further information from participants, particularly with 

respect to their views on differing expectations across the genders. 

4.4.5 Interview Activity Five 

Finally preliminary results of study (refer Appendix 5) were shown to 

participants and comments sought, particularly in light of their own 

responses to each survey. Again, these responses provided some 

interesting insights from subjects. 
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CHAPTER FIVE 

CONDUCTING THE SURVEY 

5.0 Selecting the Sample group 

While it would no doubt have been most interesting to compare the 

responses of male teachers with those of female teachers, the 

extremely small numbers of male teachers in most primary schools in 

Northern Territory urban areas would have made it almost impossible 

to locate sufficient subjects to make valid comparisons. It was hoped 

that at least 50 female participants could be found. Male participants 

would be included for interest, and also to prevent participants from 

being directed towards gender issues as part of the testing 

procedures. It was considered doubtful, however, that enough male 

participants could be found to produce reliable statistical information. 

Thus it was decided to limit the study to two groups: 

Teaching staff of all levels across six medium to large sized urban 

Darwin primary schools. Each of these schools had a minimum of 

15 potential participants. Of the schools selected, three were lead 

by a male principal, and three were lead by a female principal. 

A sub-group consisting of all female teaching staff from the above 



institutions. 

Again, while it would have been interesting to compare results for 

those in leadership positions as opposed to those in general positions, 

particularly from within the female subgroup, there would have been 

difficulties in finding a large enough sample group to make statistically 

valid comparisons. 

5.1 Initial Contact with Participating Schools 

Once Education Department and University Ethics Committee 

approval had been gained, the survey was discussed with school 

principals by the researcher. It was planned that, if interest was shown 

in the project by the principal, a follow up letter (Appendix 6) would be 

sent out to him or her, explaining that the project would be looking at 

leadership attitudes and values. The letter would request that the 

principal consult with his or her staff to determine whether they were 

willing to participate in the survey as a group. If they were agreeable, 

the researcher would then visit during a staff meeting, briefly explain 

the project (omitting any reference to gender, however), answer any 

questions and have participants fill out the survey. It was to be 

explained that trialing of the survey had shown that it took participants 

four to eight minutes to complete and that the entire process should 
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take no more than 15 minutes. In reality, however, in all but one case, 

principals asked to take carriage of the survey presentation 

themselves. Whilst all of them were positive about helping out, it was 

felt that as staff were already under time pressures they would prefer 

to present the survey to them themselves. A second, substitute letter 

(Appendix 7) was drafted and delivered to principals along with the 

survey. 

Four of the survey groups returned the forms promptly - one via myself 

as the presenter, and three via the school principal. Only two 

completed survey forms were received from the other two schools 

(one from each). This was most unfortunate, as these constituted two 

of the three schools with a male principal and thus did not provide a 

balanced sample of respondents when considering the actual gender 

of the leader of each of the six school groups surveyed. Perhaps here, 

differences in leadership style may have been influenced by 

differences in gender, as the four remaining schools all had their 

surveys presented by a female (three by the principal and the fourth 

by the [female] researcher), all of whom took responsibility for 

distributing and collecting the forms in the manner requested. In the 

other two cases it has been reported that the surveys were instead 

displayed in the staff room along with a written request to staff to 

consider filling them out. Another outcome was that of the two returns 

mentioned above, one had to be discounted, as the respondent was 

68 



clearly aware of the gender theme, if not for the right reasons. The 

respondent had taken a 'male' version of the survey and her 

unsolicited comments throughout the survey indicated that she was 

most unhappy with what she saw as a very male biased questionnaire. 

It was very clear that she was conscious of (and most irritated by) the 

underlying theme of gender. 



CHAPTER SIX 

CONDUCTING THE INTERVIEWS 

6.0 Interviewee Selection 

In order to provide as large a cross section of responses as possible, 

interviewees were selected from across five of the six schools involved 

in the survey. While it would have been preferable to cover all of the 

schools, interviewees could only be selected from within the subgroup 

of respondents who identified themselves as being willing to 

participate in an interview. Two schools returned only one response 

each, and of these, only one identified herself as being willing to be 

interviewed. 

An initial list of 9 potential interviewees was drawn up. This list 

consisted of: 

School A: Female non-leader who had responded to the 'Male' 

Survey 

Female non-leader who had responded to the 

'Female' Survey 

Male principal 

School B: Female non-leader who had responded to the 

'Female' Survey 
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Female principal 

School C: Female non-leader who had responded to the 'Male' 

Survey 

Male non-leader who had responded to the 'Female' 

Survey 

School D: Female non-leader who had responded to the 

'Female' Survey 

(No other offers from school D) 

School E: No respondents - as noted above 

School F: Female non-leader who had responded to the 'Male' 

Survey 

(No other offers from school F) 

Of these, only six eventually agreed to be interviewed, the others 

either proving difficult to contact, or being unavailable during the three 

week time frame over which the interviews were conducted. The sixth 

interview was only partly completed due to time pressures on the 

interviewee, who was in the process of relocating interstate. 

This final interview list was as follows: 

School A: Female non-leader who had responded to the 'Male' 

Survey 

Female non-leader who had responded to the 
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'Female' Survey 

Male principal 

School B: Female non-leader who had responded to the 

'Female' Survey 

School C: Female non-leader who had responded to the 'Male' 

Survey 

School F: Female non-leader who had responded to the 'Male' 

Survey 

6.1 Conducting the Interviews 

Being conscious that the interview period covered the last two weeks 

of the school term, and that some interviewees would then be leaving 

for holidays (or in one case, for an extended time period) every effort 

was made to make the actual mechanics of participating in an 

interview as non-intrusive as possible. In doing this, the researcher 

was also conscious that the more positive the participants feelings 

were towards the interview, the greater time and effort they would be 

likely to be willing to contribute. Participants were asked to nominate 

the most convenient place for them to be interviewed: their workplace, 

their own home, or the researchers home. Three participants chose to 

be interviewed in their own homes, and three in the workplace. All 

were asked beforehand if they were willing to have their interview 

taped (and had agreed), so all were conscious of the need for the 
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interview to be conducted in relatively quiet circumstances, and 

without interruption. 

Each of the interviews took between 45 and 90 minutes to complete. 

Respondents demonstrated a genuine interest in the topic, taking 

pains to think through the concepts presented, often linking them back 

to past experiences and anecdotes for illustration. 

The first interview was perhaps the most difficult to manage - not 

because of the content, but because of technical difficulties with 

recording hardware, which was physically cumbersome to manipulate. 

Although the information gained was very useful, the recording 

process certainly intruded on the flow of questions and responses. A 

mini voice-actuated recorder was purchased for use in subsequent 

interviews and proved to be much easier to handle, and far less 

intrusive. 

Following the interview period, transcriptions were made from each of 

the completed interviews, in readiness for analysis. Copies of these 

transcripts can be found at Appendix 8. 
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CHAPTER SEVEN 

RESULTS OF THE SURVEY AND INTERVIEWS 

7.0 Analysis of Data - Survey 

The raw data from the survey was analysed using the SPSS PC+ 

statistical package. A review of this data indicated that for most items 

there were a clear majority of respondents who felt that a particular 

behaviour was either appropriate or inappropriate regardless of the 

principal in the survey's gender. The cross tabulation results for each 

question can be seen in the discussion of individual questions. 

Although a t-test was conducted on each individual question across 

both the whole sample group and the female respondent subgroup, 

only a small number of items were identified as being statistically 

different. T-tests were also conducted for other subgroups, but the 

numbers in these groups were so limited that results are unlikely to be 

representative. Results for all t-tests can be found at Appendix 9. 

Data collected from the interviews was analysed in two ways. Firstly, 

the discussion covering each of the survey items was integrated into 

the individual statistical analysis of each question (Chapter 7). As well, 

comments regarding the classification of each question in terms of 
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75 
behaviour were integrated into the question by question discussion 

(Chapter 8), focusing mainly on whether the question did or did not in 

fact measure the intended factor. 

7.1 Question by Question Analysis 

7.1.1 Question One 

Question One looked at the behaviour of a new principal who decided to 

replace the previously instigated system of (all staff) chairing staff 

meetings on a rotational basis, by chairing all meetings him/herself on the 

grounds that 'staff need to know who is in charge'. 

As can be seen by table 7.1 below, a clear majority of respondents felt that 

this behaviour was inappropriate, with almost 50 percent stating that the 

behaviour was most inappropriate, and a further 19 percent viewing it as 

mildly inappropriate. 

TABLE 7.1 

CROSS TABULATION: QUESTION ONE 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOSTINAPPROP 13 11 36 
MILDLY INAPPROF 5 5 19 
NEITHER 3 2 1 
MILDLY APPROP 3 4 1 
MOST APPROP 2 4 <1 
INVALID RESP I - <1 
COLUMN TOTAL 1 27 1 26 1 



This can also be seen very clearly through the graph at Figure 7.1. 

FIGURE 7.1 

Question One 
Principal decides to take over chairing of meetings 
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Originally this item was included to cover the criteria demonstrates the 

desire to be seen to lead. Clearly, if this is the case, then the 

demonstration of overt leadership behaviours as described earlier could 

be seen to be viewed in a very negative light by both males and females. 

Certainly in the interview situation there was little sympathy for this 

behaviour, with all but one subject confirming the belief that this behaviour 

was inappropriate. 

However, a number of the subjects interviewed cast a very different light 

on this particular question, indicating that despite the results of earlier 
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trialing of the testing instrument, this item may not have in fact been 

measuring what was intended. A great deal of discussion centred around 

the fact that by changing the way in which things had previously handled, 

the principal was jumping in too soon, without recourse or sensitivity 

towards established practices. People's autonomy was also being torn 

away, and the collaborative fabric of the staff meetings destroyed. Even 

Carol (not her real name), who did feel that it would be better organised if 

the principal chaired the meetings, noted that: 'I don't think that you can 

barge in and say that this is the way that I want to do it, and this is the 

way that it will happen'. When asked whether she felt that the item 

matched the descriptor of demonstrating the desire to be seen to lead, 

Betty very clearly summed up what other interviewees also appeared to be 

saying with the following statement: 

I don't see that's demonstrating the desire to be seen to lead, I 

guess because in my mind that's a positive thing, and yet taking 

over the chairmanship is something so negative. So I wouldn't 

have thought that was what it was showing. I would have thought 

that it was more of a domineering 'I am the leader, you will do 

what you're told' rather than seeing it in a favourable way. 

Another response, from Debra, claimed that the whole notion of valuing 

the need to be seen to lead was too political a position, or 'an ego thing', 

so that it would seem that even for those people who did acknowledge the 

Hfl?TIIERF4 TERRITORY UNIVERSITY tlSR 
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behaviour as focusing on being seen to lead, this might not necessarily be 

considered to be a positive overall behaviour. 

It may also be that different leader behaviours have different levels of 

value. In this case, for instance, the leader's determination to be seen to 

lead also meant that they prevented others from being collaborative. While 

both types of behaviours might be positive leadership behaviours in other 

situations, the fact that they are not mutually exclusive may mean that, 

where the two overlap and contradict one another, it is the differing levels 

of value that subordinates place on each of these that influences how they 

are perceived. 

7.1.2 Question Two 

This question dealt with the principal's reaction to a request from a 

staff member to take a week's leave in order to care for an ill relative. 

The principal made the point that an absence in the second week of 

school would be very disruptive, and informed the teacher that he 

would be recommending against her leave. The item was intended to 

measure the respondents' views about the need for supportive 

(personal) behaviour to be displayed by leaders. Both the initial 

trialing and discussion during the later in-depth interviews indicated 

that this aspect was the factor which subjects were making their 

judgements about. 



Both sample groups demonstrated a strong tendency to see this 

leadership behaviour as inappropriate, with a total of 53 percent of 

respondents deeming the behaviour to be most inappropriate, and a 

further 40 percent classifying it as mildly inappropriate (Table 7.2). 

TABLE 7.2 

CROSS TABULATION: QUESTION TWO 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOST INAPPROP 17 11 53 
MILDLY INAPPROI 8 13 40 
NEITHER 1 2 6 
MILDLY APPROP I - 2 
MOST APPROP - - 0 
COLUMN TOTAL 27 26  

Interestingly enough, more of the respondents surveyed for the male 

principal saw his behaviour as being most inappropriate, whereas a 

(small) majority of those questioned on the basis of a female principal 

saw the same behaviour as being only mildly inappropriate. This can 

be seen quite clearly when comparing the graphs at Figure 7.2a and 

7.2b. 

However, it is important to note, that a t-test revealed that these 

differences in results were not statistically significant (Refer Appendix 

9). Comments from interviewees registered universal concern about 

the behaviour of the principal in this vignette. In fact, several of them 

highlighted the interpersonal support aspect of leadership as being 
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FIGURE 7.2a 
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perhaps one of the most important aspects of all: 

I think that it's very high up on the agenda that the 

leader, the school principal, shows support in (sic) the 

staff and the community and the parents and the 

students as a whole. That is the most important 

priority. (Debra) 

That's very important. If you can't do that as a 

principal, then you can do all these fancy jobs, but if 

you never get support for whatever you are doing, 

then you sort of feel 'Why the heck am I doing it?' 

(Carol) 

It can be said then, that teachers expect and value personal support 

from principals, and that this is the case irrespective of the principal's 

gender. 

7.1.3 Question Three 

For ease of reporting, especially when utilising the statistical package, 

question numbers were altered in the reporting so that Questions 3a and 

3b have become Questions 3 and 4, and subsequent questions have 

continued this order. 
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After conducting the survey, it was realised that while Question 3 did 

provide some interesting information regarding gender, the question itself 

was in fact looking at spouse behaviour rather than leader behaviour. 

Reporting of this question has therefore been limited to the publication of 

the cross tabulation (below) for those who might be interested. 

TABLE 7.3 

CROSS TABULATION: QUESTION THREE 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOST INAPPROP 2 2 8 

MILDLY INAPPROF 5 2 13 

NEITHER 7 14 40 

MILDLY APPROP 2 1 6 

MOST APPROP 11 7 34 

COLUMN TOTAL 27 1 26 1 

7.1.4 Question Four 

This question deals with the case of a parent rather unceremoniously 

indicating to the principal that she (the parent) has an expectation that 

s/he will stop what s/he is doing to assist with drying the dishes at the end 

of a school function. The question was included to gain an insight into 

whether it was perceived as important or unimportant that principals, as 

leaders were willing to demonstrate caring/helping attributes by taking on 

routine or menial tasks willingly. Responses to this question varied, and 

while there was a definite preference for the behaviour across both 

genders (56 percent where a male principal was involved and 62 percent 



where a female principal was involved), a relatively high number of 

respondents (37 percent for males and 19 percent for female leaders) 

disagreed that it was appropriate to some extent (Table 7.4). 

TABLE 7.4 
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CROSS TABULATIONS: QUESTION FOUR 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOST INAPPROP 8 8 30 
MILDLY INAPPROF 7 8 28 
NEITHER 2 5 13 
MILDLY APPROP 4 4 15 
MOST APPROP 6 1 13 
COLUMN TOTAL 27 26  
gives a good picture of this distribution. 

FIGURE 7.3 

The graph at 

Figure 7.3 also 

QUESTION FOUR 
Principal asked to help with dishes 
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Interestingly enough, 20 percent of respondents saw it as neither 

appropriate nor inappropriate for a female, whereas only seven percent 

were in this category for males. However, a t-test revealed that, overall, 

there was no statistically significant difference between the two genders. 

Comments from interview subjects also varied widely, ranging from: 

I don't think that's leadership behaviour. I think that's 

something principals will do, but I don't really see that as a 

sort of important leadership role. (Betty) 

Absolutely. If you don't work as one of the team, you can't be 

a leader. (Carol) 

I think it's very important that the leader is very visible pretty 

well 99 percent of the time, and is very involved in what the 

organisation is doing. I think that means a lot to the people in 

the organisation, the people to whom the organisation is 

working for. (Debra) 

7.1.5 Question Five 

This question dealt again with the principal taking on a caring/helping role. 

In this case, respondents were asked whether it was appropriate for a 

to: 

and, 



principal to try to distance himself or herself from problems being 

experienced within the family of one of the school's students, despite it 

being fairly clear that the parent was seeking some form of help or advice. 

The question elicited a rather interesting response, with 57 percent of 

respondents agreeing that it was appropriate for the principal to try to stay 

out of this problem (Table 7.5). 

TABLE 7.5 

CROSS TABULATION: QUESTION FIVE 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOSTINAPPROP 4 2 11 
MILDLY INAPPROF 3 3 11 
NEITHER 5 6 21 
MILDLYAPPROP 10 7 32 
MOST APPROP 5 8 25 
COLUMN TOTAL 27 26  

A further 21 percent felt that it was neither appropriate nor inappropriate 

for the principal to decide to try to remain distanced from the problem. This 

was interesting in that no other question (except for Question three, which 

was invalidated) elicited such a high proportion of responses which were 

neutral. Figure 7.4 demonstrates this graphically. 

While just over half of the respondents agreed to a smaller or larger extent 

with the principal's choice of behaviour, almost half of the remaining 43 

percent neither agreed nor disagreed. 



FIGURE 7.4 

QUESTION FIVE 
Fp-  I not keen to become involved with parent problems 
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One could speculate that this may have been because the question dealt 

with a leader-client relationship, whereas other questions dealt with 

leader-follower relationships. Perhaps there is a differing expectation of 

leader behaviour according to whether or not the behaviour is directed at 

someone inside or outside of the teacher(or employee)/principal 

relationship. Either way, the response did indicate that teachers do not 

necessarily expect that it is appropriate for leaders to take on a 

caring/nurturing role in all situations. 

Some of the comments made at interview (regarding this question) 

certainly appeared to focus in on the fact that the principal needed to be 

wary of becoming too involved in home matters, but at the same time 

there was a general feeling that the matter needed to be dealt with in a 
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sensitive way. Alice acknowledged that in some situations it may be 

appropriate for the principal to assist, but was wary of those parents who 

seemed to always have problems and who tended to rely upon the 

principal as an authority figure. 

Erica clearly felt that the principal should be caring in attitude, but should 

try to guide the parents elsewhere for assistance. Betty backed this 

attitude up by saying: 'And it doesn't say that he was short or curt with her, 

or anything like that. I would hope not, but certainly he shouldn't have to 

involve himself.' 

Debra, on the other hand, appeared to be marginally in favour of school 

intervention, classifying the principal's attitude as mildly inappropriate. Her 

opinion was that child and family welfare had 'a lot to do with the school in 

the long run, and intervention, early intervention can prevent a lot of 

problems later on.' She appeared to advocate a two-pronged approach, 

with immediate support and suggestions from the principal, followed up by 

outside help. 

Fred, who incidentally was the only principal interviewed, was much 

stronger in his view that the principal should become involved, stating: 

To me part of the job is to listen (to), if not counsel parents... 

you can start and assist in the issues between the husband 
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and wife by talking about the issues from a school perspective. 

It would appear from these direct responses that in all instances it was felt 

that the principal should be expected to demonstrate care and concern, 

but that the perceived level of responsibility for actually intervening in 

these types of situations varied greatly across a spectrum from making 

immediate referral to an outside body through to taking total responsibility 

for counseling and assisting on a personal basis. 

Despite these variations in responses, there were no statistically 

significant differences between results for those who responded to the 

'male' and 'female' versions of the questionnaire. 

7.1.6 Question Six 

This question dealt with a situation where the principal vented his/her 

anger at a staff member by yelling at her. There was a strong level of 

disapproval recorded by both male and female respondents towards the 

principal's behaviour in this instance. As can be seen from both Table 7.6, 

and from the graph at Figure 7.5, over 93 percent of respondents deemed 

this behaviour to be inappropriate, indicating that outbursts of anger are 

seen as negative leadership behaviour for both male and female leaders. 



TABLE 7.6 

CROSS TABULATION: QUESTION SIX 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOST INAPPROP 15 21 68 
MILDLY INAPPROf 9 4 25 
NEITHER I - 2 
MILDLY APPROP - 1 2 
MOST APPROP 2 - 4 
COLUMN TOTAL 27 26 

FIGURE 7.5 

QUESTION SIX 
Principal shouts at staff member I 
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Those interviewed were unanimous in supporting this view through their 

comments: 

To shout back is inappropriate at any stage. (Alice) 

I just feel that in his position he should have been able to get 
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across his point of view without that. (Betty) 

If you are the principal of a school I don't think you should be 

shouting to your other teachers, your colleagues. (Carol) 

Certainly shouting is out of the question. (Debra) 

I just find that that is what I expect of principals and assistant 

principals; that they have the qualities that avoid head on 

collisions like this one. (Erica) 

In any decision where you're responsible for other staff 

you've really got to control your emotions and not let your 

emotions run the show. (Fred) 

Despite this very strong trend, by looking at the raw data more closely it 

becomes clear that there is quite a degree of difference between the level 

of concern when comparing the results from the two different versions of 

the questionnaire. Given that the questionnaire has been constructed with 

the expectation that it will identify behaviours which are likely to either 

'make or break' a principal as a leader in the eyes of their subordinates, it 

is reasonable to assume that, irrespective of gender, results will tend to 

cluster at one or other end of the scale for each valid question. Thus, it 

would be reasonable to utilise a one-tail rather than a two tail t-test to 
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determine whether these results can be said to be significantly different. It 

is generally accepted that significant differences can be said to occur 

where this value is below 0.05. (One should also note, however, that the 

larger the sample, the finer the differences are likely to be, so that what 

might not be able to be judged as significant in a trial utilising smaller 

numbers such as this one, may in fact be more likely to be proven to be 

significant where the sample pool is larger.) 

For this question, the one tail probability has a value of 0.007, meaning 

that there is a statistically significant difference between responses across 

the two types of questionnaires. From this we can see that the 

demonstration of anger, whilst being seen as inappropriate leadership 

behaviour by most respondents across the board, is deemed to be even 

more in unacceptable from female leaders. As Alice said when told of 

these differences: 

Anger. It doesn't surprise me... and unfortunately, if she 

didn't hide it she'd be in even deeper trouble than the 

males because of those same expectations. so  not only 

do the people doing the questionnaire react that it was 

more inappropriate, but the people that she had been 

talking to would have felt that too. So that being yelled at 

by the female would have been worse than being yelled 

at by the male because our expectations are that a 
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woman's not going to yell at you. So it would be worse. 

Interestingly, when one looks at smaller subgroups from the study, the 

results are somewhat different. For example, when one looks at the 

response from female respondents only, there is no statistically significant 

difference between expectations placed upon male or female leaders. (In 

this case the one tail probability is 0.0545, just above the 0.05 cut off 

point). Since there were only nine males in the study, compared to 43 

females (one subject did not state gender) any statistics generated for that 

group would be at best unreliable. Added to this, the random distribution of 

questionnaires to the group lead to a fairly balanced distribution for female 

respondents (27 receiving the male version, and 26 the female version) 

whereas for the males, seven received the male version and only two the 

female equivalent. 

While these numbers are far too small to be able to make broad 

generalisations it is interesting to compare some of the raw data 

regarding the views of both males and females. One very interesting point 

to look at is the mean scores for each group as set out in Table 7.7. 

It could certainly be extrapolated from this data that by far the greatest 

influence on the disparity between views on what is acceptable female 

leadership behaviour as opposed to male leadership behaviour, is the 

difference in response given by those males who were asked to rate the 



TABLE 77 

MEAN SCORES 

SURVEY MEAN SCORES 
GROUP Male q/aire Fern q/aire 
All participants 1.7037 1.2692 
Fern participants 1 .5263 1.25 
Male p rticipantsl 2.2857 1.574 

behaviour of other males. One could not infer from these figures that 

females have a strongly differentiated view of what is acceptable 

leadership behaviour between males and females, but it is tempting to 

state that it is possible that males do so. 

Perhaps the relative responses of the one male interviewee are 

indicative of this possibility. On the initial survey, Fred rated the 

female subject's behaviour as Most Inappropriate. However, when 

responding to the same example utilising a male subject some months 

later he responded: 'I would rate that as inappropriate. However, we 

all lose our cool from time to time, so I don't really see it as a major 

thing. You just have to go back and patch that up'. 

7.1_7 Question Seven 
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This question dealt with an incident where the principal decided that 
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he/she had heard enough discussion about a rather contentious issue (to 

do with altering the recess break) and made a unilateral decision 

regarding the matter, with no further discussion to be had. The question 

was designed to look at teacher attitudes with respect to 

collaborative/non-collaborative behaviour as expressed by the principal. 

As Table 7.8 and Figure 7.6 below indicate, 70 percent of participants 

found this principal's behaviour to be either mildly or most unacceptable, 

clearly indicating that the majority of respondents felt that collaborative 

behaviour was an important part of the make-up of an effective leader. 

TABLE 7.8 

CROSS TABULATION: QUESTION 7 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOST INAPPROP 12 15 51 
MILDLY INAPPROF 4 6 19 
NEITHER 2 3 9 
MILDLYAPPROP 5 1 11 
MOST APPROP 4 1 9 
COLUMN TOTAL 27 26  

This was further emphasised by interviewees: 

If it has caused so much division between teachers then I 

think it should be discussed in a staff meeting and it should 

be a mutual agreement or should be a show of hands of how 

people really would like to change (Carol). 
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I think we need to be collaborative about a lot of issues and 

that one looks like a fairly important one. and you know 

when it says 'mind you there are still rumblings', those 

rumblings can become absolutely volcanic explosions, and I 

think I would feel very uncomfortable in this school. (Erica) 

I would have thought that it would have been good to have 

the teachers all have their say. (Betty) 

As far as problem solving strategies are concerned, there's 

been no sort of counseling of the staff, and making a 



decision on behalf of all the staff in an authoritative manner 

is going to set a grim scene for the year. (Debra) 

True, not all decisions need to go through everyone, but that 

was obviously one that everyone had a feeling on. So that 

was the one that needed to go before everyone, and needed 

to be thrashed out to the bitter end. (Alice) 

Again, a t-test conducted on the aggregated results of all participants 

surveyed indicated that, although a significant number of respondents 

across both survey formats believed that the principal's actions were to 

some extent inappropriate, there was also a statistically discernable 

difference between the responses of those completing the survey featuring 

a female principal as opposed to that featuring a male principal. In this 

case, the one tail probability has a value of 0.031, meaning that there is a 

statistically significant difference between responses across the two types 

of questionnaires. From this it may be concluded that in this instance, the 

demonstration of non-collaborative behaviour, whilst being seen as 

inappropriate leadership behaviour by most respondents across the board, 

is deemed to be even more in unacceptable from female leaders. 

However, as with the previous question this difference is not statistically 

significant when one looks at female respondents only, where the one-

tailed variance is well over the cut-off point at 0.1155. When one studies 

means again (Table 7.9), however, a similar pattern emerges to Question 
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Again, there are too few males in the sample to make conclusive 

TABLE 7.9 

MEAN SCORES - QUESTION SEVEN 

SURVEY MEAN SCORES 
GROUP Male g/aire Fern g/aire 
All participants 2.4444 1.7308 
Fern participants 2.1053 1.7083 
Male participants 3.5714 2 

statements based upon the information on males alone, but it does 

appear that it is their responses again which have skewed the statistics 

between responses to the two types of surveys. Again, we cannot show 

that females differentiate markedly in their expectations of male and 

female principals, but it would seem to be possible that males, may in fact 

do so. Only further research involving a much larger male sample could 

conclusively prove or disprove this possibility. 

7.1.8 Question Eight 

Question 8 was designed to look at teachers' attitudes towards the 

principal displaying his/her leadership status by ensuring that the end of 

year function includes a speech by the principal. In this case there was 

fairly strong support for this type of behaviour, with over 70 percent of 
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respondents deeming this to be appropriate (See Figure 7.7). 

As indicated in Table 7.10, on the following page, both males and females 

reflected this pattern. 

FIGURE 7.7 

QUESTION EIGHT 
IPrincipal asks to be included in end of year presentation program 
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TABLE 7.10 

CROSS TABULATIONS: QUESTION EIGHT 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 
MOST INAPPROP 2 1 6 
MILDLY INAPPROF 3 3 13 
NEITHER 1 3 9 
MILDLY APPROP 11 8 40 
MOST APPROP 10 5 32 
COLUMN TOTAL 27 20  

Several interviewees (notably Fred, Debra), pointed out that it was unfair 

of the principal not to have indicated at the outset that they would like to 



be included in the program, but there was a general consensus that the 

principal needed to be seen as the leader of the school in this type of way. 

One subject, Erica, clearly enunciated the fact that a good leader would 

automatically be expected to take on this type of role: 

I think the principal's got a problem, that she really isn't 

getting the recognition that she feels she deserves. But, 

again, you know, does the school respect the principal? And 

I think respect has to be earned, and if the principal is 

respected she will automatically be included in the program. 

7.1.9 Question Nine 

Question 9 again dealt with the concept of anger. This time the two 

principals were placed in a situation where, although angry at the cleaners 

for leaving a room unlocked which was subsequently 'trashed', they felt 

that it would be harmful or damaging to express this anger to the cleaners. 

In this instance, the majority of respondents, both male and female 

expressed the view that it was appropriate for this anger to remain 

unexpressed. The interview subjects backed this point up, with Erica, for 

example, espousing the view that 'if she wants to remain principal at the 

school, she needs to stay calm and look at it from both perspectives' and 

finally, 'School principals aren't allowed to show their true feelings.' 
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Likewise, Alice claims 'Because it makes you in the wrong, I reckon. If you 

show your anger in a situation like that in the workplace, it leaves you 

nowhere to go after that'. 

Carol appears to disagree to some extent, but clearly feels that she is one 

of a minority: 

I'm sort of a person who believes that you're allowed to say that 

you're angry, or that you're upset, or frustrated, but I must admit 

that it seems to be the idea nowadays - I don't know whether it's 

just this country or whatever - that you're not really allowed to 

show your true feelings. 

Perhaps the key to this is not so much that people felt that anger should 

not be expressed, but that it needed to be tempered in some way. 

Certainly when presented with the phrase hides rather than displays 

anger, several interview subjects felt that this was somehow dishonest, but 

that the anger needed to be spoken of, rather than actually displayed. 

Comments included: 

I would just reword that to' moderates anger' and presents it in 

a certain way. I don't think you should hide it. I think if you're 

angry with something that somebody did you should express 

your concern using the anger. To me, if I had a beef with you, I'd 
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try to say 'Look, it's not good for the school. (Fred) 

..there are ways to let people know that you're displeased 

without shouting and raving and ranting and getting angry at 

them, or appearing to be angry. (Alice) 

'Hides rather than displays anger' makes it sound sneaky, but 

maybe you have to be that way sometimes. (Alice) 

I certainly don't think anger should be displayed very often. So I 

guess I'd prefer it to be hid. I find that's ... I don't totally agree 

with that statement really. It would be nice if someone in the role 

of principal could share their feelings about things without 

having to get to the point of anger, but I guess there's always 

things that we don't agree with. The idea of hiding doesn't 

appeal at all, so the word confused me a bit. (Betty) 

Perhaps Debra found the key to this when she delineated between 

displaying anger '... in a beneficial way or in an aggressive way'. 

Interestingly, and this can be seen both from Table 7.11 and from Figure 

7.8, whilst equal numbers of respondents for the male and female formats 

said that the behaviour was most appropriate, (approximately 50 percent 

in each case), other responses were quite varied for those participating in 



the group with a male subject. 

TABLE 7.11 

CROSS TABULATIONS: QUESTION NINE 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOST INAPPROP 2 - 4 
MILDLY INAPPROF 5 2 13 
NEITHER 3 1 8 
MILDLY APPROP 4 10 26 
MOST APPROP 13 13 49 
COLUMN TOTAL 27 26  

FIGURE 7.8 

QUESTION NINE 

Principal hides anger at cleaners 
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By contrast, almost all of the remaining responses for the female subject 
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fell in the Mildly Appropriate category. A t-test indicated that the I tailed 

probability measure was well inside of the significant range at 0.010 when 

all participants were considered. Interestingly, when one studies the 

results for female respondents only, there is an even more significant 

difference, with the one tailed probability being calculated at 0.008, 

whereas there was no variance in means at all between the two male 

groups of respondents, with each scoring a mean of 4.000, as opposed to 

the means for the female groups, which were 3.6316 (for those with a 

question focusing on the male leader) and 4.3333 (for those with a 

question focusing on the female leader). 

TABLE 7.12 

MEAN SCORES - QUESTION 9 

SURVEY MEAN SCORES 
GROUP Male g/aire Fern g/aire 
All participants 3.7778 4.3077 
Fern participants 3.6316 4.3333 
Male participants 4 4 

Certainly, it can be maintained that women respondents, felt that it was 

more important for females to hide their anger than did their female 

counterparts who were considering the same situation with a male leader 

in place. 
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7.1.10 Question Ten 

As with many other questions in the survey, respondents tended to share 

a high level of agreement about the behaviour demonstrated in Question 

10. In this vignette, the principal decides to reconvene a meeting to seek 

affirmation from absent staff regarding a decision to change the format of a 

school sports day. As can be seen from Table 7.13 (and also from Figure 

7.9) there was exceptionally strong support across the board for this type 

of collaborative behaviour. 

TABLE 7.13 

CROSS TABULATIONS: QUESTION TEN 

COUNT MALE PRINCIPAL FEM PRINCIPAL ROW TOTAL % 

MOST INAPPROP - - 0 
MILDLY INAPPRO 2 - 4 
NEITHER - 3 6 
MILDLY APPROP 4 1 9 
MOST APPROP 21 16 79 
COLUMN TOTAL 27 20  

None of the results 

indicated any significant differences between attitudes regardless of 

whether the principal under study was male or female. 

Interview subjects also confirmed these findings, reinforcing their 

selections with comments such as including 'If you're going to make a 



FIGURE 7.9 

UESTION TEN 
Principal ensures that all staff are happy with change to sports day format 
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Legend 
MOST INAPPROPRIATE 
MILDLY INAPPROPRIATE 

• NEITHER 
• MILDLY APPROPRIATE 
• MOST APPROPRIATE 

change you've got at least to give everybody the right to say something 

and to voice their opinions. I think it's great' (Erica) and 'It sounds very 

good that the principal wants everyone concerned to be involved with the 

decision about sports day' (Betty), or as Debra says, 'I think this is good 

communication practice, to look at the majority, rather than a minority 

making an agreement for the majority, due to unforeseen or unfortunate 

circumstances'. 



CHAPTER EIGHT 

DISCUSSION 

8.0 Introduction 

Chapter 7 looked at the survey results and interviewee comments on a 

question by question basis, giving some indication of results, but 

treating each individual question in isolation, rather than bringing 

together information on each of the five focus behaviours. In this next 

chapter (Chapter 8), the discussion will centre around each of these 

behaviours. 

8.1 Validity of Questions 

As noted earlier in the results, the validity of two of the survey items 

needs to be questioned. Question 3 was clearly unacceptable 

because it did not seek to evaluate the behaviour of the principal, but 

rather, considered the behaviour of their spouse. 

Question 1, on the other hand, did consider the behaviour of the 

principal. However, despite having been matched correctly by the 

respondents in the instrument trial as focusing on the display of 
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power, it became clear during the post survey interview sessions that 

several of the interviewees felt that other issues were, in fact, the 

focus. Alice, for instance commented 'Why would you want to add to 

your workload for a start - take away personal autonomy from your 

staff, and sense of inclusion. It would be silly'. Or, as Betty said: 

Taking over the chairing of the meetings - I don't see 

that's 'demonstrating the desire to be seen to lead'. I 

guess because in my mind that's a positive thing, and 

yet taking over the chairmanship is something negative. 

So I wouldn't have thought that was what it was 

showing. I would have thought it was more of a 

domineering 'I am the leader, you will do what you're 

told' rather than seeing it in a favourable way. 

There seems to be a real confusion here as to whether the 

respondents were considering the idea of 'being seen to lead' or 

whether they were more concerned with the lack of emphasis the 

principal placed on collaborative leadership. 

Clearly both of the above items do not stand up to scrutiny and thus 

they should be rejected. All other items appeared to correlate with 

their designated descriptors both during the initial trial and the in-

depth interview situation. 
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8.2 Leadership Behaviours 

As stated earlier in this study, two broad areas of leadership 

behaviour were investigated: 

supportive/collaborative behaviour 

and, 

the display of power 

These were broken down into a number of subgroups: 

Behaviour which is supportive in a domestic, 'helping' sense 

Behaviour which is supportive in a caring/personal relations sense. 

Collaborative behaviour in decision-making. 

Overt displays of power - being seen to lead.. 

Demonstration of anger 

Each of these points was initially covered by two questionnaire items. 

However, with the exclusion of Questions I and 3, the areas of 

behaviour which is supportive in a domestic, helping sense and overt 

displays of power - being seen to lead were covered by only one item 

each. 
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8.2.1 Behaviour which is Supportive in a Domestic, 

'Helping' Sense 

The expectation or otherwise that a leader should display behaviour 

which is supportive in a domestic, 'helping' sense was covered by 

Questions 3 and 4. As noted previously, Question 3 was invalidated, 

whilst responses to Question 4 were only marginally supported, with 

56 percent of respondents seeing the principal's behaviour as either 

most or mildly appropriate. Thus one could conclude from the survey 

that this particular behaviour was not highly valued in a leader. As one 

interviewee, Erica, commented: 

Well, it would have been nice if the principal had picked 

up a teatowel herself, but, I'm not sure that it is an 

expectation. I think that is quite rude in the way that was 

handled. I like to pay the respect to my principal that she 

is a busy person and plans to work around the staff 

room and at functions because... It is probably true 

while we all do our bit and she could have picked up the 

teatowel, but if she didn't I'm not sure... I think that it's 

quite rude to expect it of her. 
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8.2.2 Behaviour which is Supportive in a 

Caring/Personal Relations Sense. 

This area was covered by Questions 2 and 5. Question 2 (an example 

of unsupportive behaviour) was seen as being inappropriate to some 

degree by a clear majority (93%) of respondents, whilst Question 5 

(where the principal attempted to withdraw from a family situation 

rather than to become involved) was seen as being appropriate by a 

much smaller majority (57%). Thus it would seem that while supportive 

personal behaviour on the part of the principal is highly valued in 

some situations, in others it is not, and, in fact, may even be seen by 

some to be inappropriate. Whether there was significance in the fact 

that one example involved dealing with staff, and the other with 

parents is impossible to judge without further research, but it would 

seem from interviewee comments that supportive interpersonal 

behaviour remained very high on their agendas when being discussed 

as a general concept. 

One other very interesting factor was found in comparing the 

questionnaire and interview responses. For both survey questions 

there was seen to be no statistically significant differences between 

expectations of male and female principals. Discussion of the 

individual questions with interviewees also revealed no particular 

patterns, although all highlighted personal support and interest in 
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others as being most appropriate in their later discussions of the five 

behaviours, with Fred going further to say 'the ideal is that everybody 

shows personal support for and interest in others', that the team 

needed itself to be mutually supportive, and, in fact, that this type of 

interaction should be the direction and vision of the school. 

It was not until interviewees were directly questioned as to whether 

they felt that there were any differences between male and female 

principals that any information which distinguished differences in the 

gender expectation for personal support and interest in others 

surfaced. Of the six interviewees, one (Fred) did not progress to this 

section of the interview due to time constraints and one (Betty) 

perceived no specific differences according to gender. A third subject 

(Erica) was of the opinion that females were a little less well 

organised and had a narrower understanding of the 'greater agenda of 

the education system' than their male counterparts. The remaining 

three subjects a//identified a difference in interpersonal skills as the 

distinguishing single factor: 

From my limited experience I feel that it is rare to find 

a male who is very human oriented, and focuses in on 

the human needs of an organisation. I think women 

demonstrate an extra skill in that area, and home in on 

the emotional needs and wants within an 



organisation. That is probably the most significant 

difference between the genders. (Debra) 

In general I find that female principals are much easier 

to work with in the respect that they regard feelings. 

And they, male principals, they sort of (it's my personal 

perspective) I really feel that sometimes they don't 

really understand certain reasoning. Which has as a 

result that if you need to have a particular day off for a 

particular reason, which as a female you feel is quite 

justified, I would go to a female Assistant Principal. If it 

wasn't a female Assistant Principal, I probably would 

take a sickle, even though I wasn't sick. I'll put it in an 

example because I find that easier. When my kids 

arrived back from (overseas), they arrived at 2 o'clock 

in the morning, and on that particular day, rather than 

going to the principal, and say 'Listen I really need a 

day off because I really think I should spend my day 

with my children'; I would not trust a male principal 

enough to understand that sort of reasoning, so I went 

to the Assistant Principal, because I know that as a 

mother, I can approach her, as well as as a teacher. I 

think that's the main thing. As long as it is a strong 

person - a strong personality that dares to stand 
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up. (Carol) 

I've seen what I would normally think of as a female 

leadership style from a male. The principal that I was 

talking about from last year - very much so. Definitely 

what you would consider if you were going to make up 

a profile of a hypothetical female principal; he was it.... 

So, maybe a little bit more understanding, and a little 

bit more interested in the personal side of things and, 

more able to see things from a variety of viewpoints, 

rather than just focusing in on one issue and going for 

that. Which I think men, in general, tend to be able to 

focus on one issue. Women don't focus on just the 

one issue. They see how it affects this and that - a bit 

more holistic. (Alice) 

The fact that this focus on women's relationship skills was not verified 

during the survey segment could easily be explained away. The 

number of respondents involved through in-depth interviews is plainly 

insufficient to make any statistical inferences, and it could well be that 

the interviewees selected constituted a biased sample. However, it 

must also be recognised that numbers can only tell us information if 

they are measuring the right thing, and anecdotal information, no 

matter how insignificant in a numerical sense should not be 



discounted without ensuring that other elements have not been a 

causal factor. This leads to the question of whether a survey asking 

subjects how certain behaviour should be viewed will necessarily give 

the same information as an instrument which measures what 

behaviour is most likely to occur. In the current example, for instance, 

there may be general consensus that a good principal should 

demonstrate personal support and interest in others, and therefore 

survey results regarding appropriateness for certain responses may 

be similar for both male and female. However, a different instrument, 

measuring expectation of behaviour might well produce entirely 

different results, especially if respondents are actually conscious of 

the fact (as at least three of the interview subjects were) that they 

themselves actually expect different behaviours across the two 

genders. 

8.23 Collaborative Behaviour in Decision-making 

Both Questions 7 and 10 focused on the desirability of collaborative 

behaviour from principals. In each case, a significant number of 

respondents indicated that collaborative as opposed to non-

collaborative behaviour was appropriate in their opinion. In Question 

7 some 70 percent revealed that they saw an example of non-

collaborative behaviour on the part of the principal as being 

inappropriate, whilst for Question 10, 88 percent judged a vignette 
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featuring collaborative behaviour to be either 'mildly' or 'most' 

appropriate. Clearly collaboration is a highly valued behaviour for 

principals, irrespective of gender. 

Further analysis indicated that whilst there was a significant difference 

in response depending on whether the vignette featured a male or 

female principal for Question 7, this was not the case for Question 10. 

Only further research will tell us whether there are reasons for these 

differences, but it could be postulated that whilst respondents saw an 

example of collaborative behaviour as being appropriate across the 

board (as in Question 10), they were inclined to judge females even 

more harshly than males where the behaviour (as in Question 7) 

deliberately denied the use of collaborative techniques. Whilst we 

cannot say for sure that females are more likely to be expected to be 

collaborative, we can say that in this study at least, women were 

judged more harshly when they chose not to be collaborative. 

8.24 Overt Displays of Power - Being Seen to Lead 

The question of the appropriateness of behaviour which publicly 

displayed the principal's status as leader was to be covered by 

Questions I and 8. However, as discussed previously, there is some 

doubt as to whether Question 1 was actually interpreted in this manner 

by respondents, and thus, only Question 8 could be considered here, 
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with seventy-two percent of respondents deeming this behaviour to be 

either mildly or most appropriate. Whilst this was seen overall to be an 

appropriate behaviour, there was no significant difference in 

expectation upon male or female principals. 

8.2.5 Demonstration of Anger 

The issue of anger was by far the most revealing area studied. 

Question 6 in the survey dealt with the overt display of anger 

(shouting), whereas Question 9 dealt with attitudes towards hiding 

anger. The responses to both questions clearly indicated that the 

majority of survey participants were uncomfortable with overt displays 

of anger, with a huge 93 percent of respondents reporting that they 

found the principal shouting at a staff member to be either mildly or 

most inappropriate. In the second example used, 75 percent of 

respondents saw it as being either mildly or most appropriate for the 

principal to consciously decide not to display his/her anger. One can 

only speculate as to why the response was still some 19 percent 

higher for the display' as opposed to the 'hiding' of anger, but the key 

to this may be in the interpretation of Question 9. A number of 

interviewees, for example, delineated between what was essentially 

yelling as an expression of anger and displaying anger 'in a beneficial 

way' (Debra), or, as Carol put it, 'expressing frustration' rather than 

anger. That is, they were uncomfortable with the idea of 'hiding anger, 



but felt that their anger should be acknowledged in a non-aggressive 

way: 'I would just reword that to moderates anger and presents it in a 

certain way.' (Fred) 

As noted in the previous chapter, the question of displaying anger 

revealed a statistically significant difference between expectations 

placed upon male and female principals with respect to both 

questions. Interestingly, where women respondents only were 

considered, this variance did prove to be significant only for Question 

9, perhaps indicating that women themselves place different 

behavioural expectations upon women principals than they do upon 

male principals, at least when it comes to the need to repress anger. 
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CHAPTER NINE 

CONCLUSIONS AND RECOMMENDATIONS 

9.0 Introduction 

This study attempted to consider two major questions: 

Whether there are particular behavioural expectations and taboos 

placed upon primary school principals in their role as leader, 

Whether there are differing behavioural expectations and taboos 

placed upon female principals as opposed to male principals, and, 

allied to this, whether such expectations are common to both males 

and females. In particular, the question of whether women 

themselves place differing expectations upon other women in 

leadership positions was considered. 

9.1 Leadership Expectations 

Of the five areas studied, only one behaviour was seen to have little 

relevance as a leadership expectation; the need to be seen as: 

'Supportive in a domestic/helping sense. 
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The other four areas: 

Behaviour which is supportive in a caring/personal relations sense. 

Collaborative behaviour in decision-making. 

Overt displays of power - being seen to lead.. 

Demonstration of anger 

all returned significant responses in terms of the expectations of those 

surveyed, with the aspects of: 

Behaviour which is supportive in a caring/personal relations sense. 

Collaborative behaviour in decision-making. 

Overt displays of power - being seen to lead. 

being seen as very important leadership behaviours (both through 

survey and interview evidence). 

The fourth behaviour: 

Demonstration of anger 

was seen as a significantly negative leadership behaviour, although 

there was some concern at the interview stage that this should not 

altogether mean the repression of anger, but rather that anger should 
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be indicated in a non-emotive manner. That is, that such feelings 

should be acknowledged, but reshaped and expressed in a positive, 

non-aggressive way. 

9.2 Differing Expectations for Males and Females 

For the three of the five behaviours researched, there was no 

significant difference in behavioural expectations for females as 

opposed to males in terms of the survey results. These three areas 

covered: 

Behaviour which is supportive in a domestic, 'helping' sense 

Behaviour which is supportive in a caring/personal relations sense. 

Overt displays of power - being seen to lead. 

It is important to note, however, that at the interview stage, three of the 

six subjects interviewed (one of whom did not reach the relevant stage 

of the interview) indicated that in their opinion, the major difference 

between male and female leadership behaviours was that women 

tended to be more supportive and caring and to value personal 

relationships more. This may well indicate that they perceived a 

difference between 'what is' (interview responses) and 'what should 
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be' (survey responses), and this is one area which could definitely be 

researched further in the future. 

There were two areas where there was a statistically different 

response from survey participants depending on whether the gender 

of the principal described in the survey questions was male or female. 

This was despite the fact that these were seen as either mildly or most 

appropriate behaviours for both male and female principals by a 

sizeable majority of survey respondents. The two areas identified 

were: 

Collaborative behaviour in decision-making 

Demonstration of anger 

9.2.1 Collaborative Behaviour in Decision-making 

As noted in Chapter 8, only one of the two survey questions covering 

this aspect reported a differing response depending on whether the 

vignette featured a male or female principal. Whether, as suggested in 

the earlier analysis, this was because females and males are both 

expected to be collaborative, but females are judged more harshly 

when they do not behave in this way, only further research can decide. 

However, it can definitely be stated that there is a higher expectation 

on female school principals to be collaborative than there is upon 



male school principals at least in some circumstances. 

9.2.2 Demonstration of Anger 

This was undoubtedly the most revealing of the five behaviours 

studied. There was no question from the study results that behaving 

in an angry manner was seen as inappropriate by the majority of 

respondents, but there is also further evidence to suggest that this 

type of behaviour is seen as even less appropriate when perpetrated 

by a female school principal. Whether male and female staff both 

judge this to be the case can only be conclusively determined with 

further research (as in this study there was a significant response from 

the female only group for Question 9, but this was not reflected in the 

other related question, Question 6). Furthermore, the very limited size 

of the male respondent group (a reflection of the current male/female 

ratios of primary school staff in general) made it impossible in many 

cases to obtain t-test scores for this subgroup, so that any potential 

'male only' trends could not be detected. However, it is still very clear 

that angry/aggressive behaviour is far less well tolerated from females 

per se, and that this type of behaviour from a female leader is even 

less acceptable to females than it is to males. 

9.3 Conclusion 

This study sought to discover whether there were a number of 
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behaviours which might work together positively to promote a 

principal's success, and further whether there may be aspects which 

could inhibit the principal's success as a leader. It sought also to 

determine whether the level of intensity of behavioural expectation 

varied, depending on the gender of the principal. Finally, the question 

of whether males and females differed in their expectations was 

canvassed (although the size of the male survey population meant 

that results were inconclusive for many questions). 

The data gathered indicated that there were at least three behaviours 

which would be expected of school principals, and one which would be 

considered inappropriate. For two of these: 

the expectation of collaborative behaviour in decision-making, 

and, 

the inappropriateness of the demonstration of anger 

there was evidence to suggest that there is a higher level of 

expectation upon females in these areas, at least in some instances. 

There was also a small amount of evidence to suggest that for some 

factors (notably the way in which anger is handled), women may in 

fact be more likely to have these expectations of female principals 

than males, although this area would need further investigation to be 

proven conclusively. Interview comments also threw up the possibility 
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that in some instances (notably the expectation of behaviour which is 

supportive in a caring/personal relations sense), although the 

desirability for certain behaviour might be high for principals of both 

genders, the expectations placed upon females may well be higher. 

The implications from this study for female principals are enormous. It 

has long been argued that women face a glass ceiling, but given that 

the majority of participants in this survey were female, it is not enough 

any longer to place the blame for limitations on female progress on the 

male population alone. We all need to look further at our own 

expectations, both conscious and unconscious, and to examine the 

possibility that each and every one of us may harbour some views and 

attitudes which do not make it impossible for women to succeed, but 

which certainly mean that they must be prepared to be judged more 

harshly than their male counterparts. This is overwhelmingly so for the 

question of anger, where it is seen as almost unforgiveable for a 

female to express her anger, but more acceptable (albeit still not 

preferable for males to behave in the same manner). 

There are two courses of action here: to re-educate and change 

societal values so that women are no longer disadvantaged in relation 

to men, or, to begin questioning whether or not it is acceptable for us 

as a society to tolerate leaders who do not 'come up to standard'. The 

question may not be 'Why are women not succeeding?', but rather, 
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'Why do we as a society tolerate less than perfect leadership from 

some males?' There is nothing inherently wrong with having high 

standards, but these standards must apply to all for us to be truly 

successful as a society. The way forward may not be to attack those 

who demand more of women than males, but rather to concentrate on 

ensuring that the same high standards are also applied to males. 
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APPENDIX I 

Items included in the Femininity Scale 
(Gough, 1952) 

I want to be an important person in the community (False) 
I'm not the type to be a political leader. (True) 
When someone talks against certain groups or nationalities, I always speak up against such talk even 
though it makes me unpopular. (True) 
I like mechanics magazines. (False) 
I think I would like the work of a librarian. (True) 
I'm pretty sure I know how we can settle the international problems we face today. (False) 
I would never feel right if I thought I wasn't doing my share of the hard work of any group I belonged to. 
(True) 
People seem naturally to tum to me when decisions have to be made. (True) 
I must admit I feel sort of scared when I move to a strange place. (True) 
I like to go to parties and other affairs where there is lots of loud fun. (False) 
If I were a reporter I would like very much to report news of the theater. (True) 
I would like to be a nurse. (True). 
It is hard for meto"bawlour someone who is not doing his job property. (True). 
If I get too much change in a store 1 always give it back. (True) 
I very much like hunting. (False) 
Some of my family have habits that bother and annoy me very much. (True) 
I would like to be a soldier. (False) 
I think I could do better than most of the present politicians if I were in office. (False) 
I like to be with a crowd who play jokes on one another. (False) 
It is hard for me to start a conversation with strangers. (False) 
I often get feelings like crawling burning tingling or 'going to sleep" in different parts of my body. (True) 
I hate to have to rush when working. (True) 
In school I was sometimes sent to the principal for cutting up. (False) 
I think I would like the work of a building contractor. (False) 
When I work at something I like to read and study about it. (False) 
I think that I am stricter about right and wrong than most people. (False) 
I am somewhat afraid of the dark. (True) 
I am very slow in making up my mind. (False) 
I am hardly ever bothered by a skin condition, such as athlete's foot, rash etc. (True) 
I like to boast about my achievements every now and then. (False) 
Sometimes I cross the street just to avoid meeting someone. (True) 

32 I would do almost anything on a dare. (True) 
I think I would like to drive a racing car. (False) 
I must admit that I enjoy playing practical jokes on people. (False) 
I always tried to make the best school grades that I could. (True) 
I am inclined to take things hard. (True) 
At times I feel like picking a fist fight with someone. (False) 
I am apt to hide my feelings in some things, to the point that people may hurt me without their knowing 
about it. (True) 
Sometimes I have the same dream over and over. (True) 
The thought of being in an automobile accident is very frightening to me. (True) 
The average person is not able to appreciate art and music very well. (False) 
I prefer a shower to a bath tub. (False) 
I am often a little uneasy about handling knives and other sharp-bladed instruments. (True) 
Sometimes I feel that I am about to go to pleces. (True) 

45 I like adventure stories better than romantic stories. (False) 
I like to be in many social activities. (True) 
I was hardly ever spanked or whipped as a child. (True) 
I think I would like the work of a garage mechanic. (False) 
A windstorm terrifies me. (True) 
I get excited very easily. (True) 
I become quite irritated when I see someone spit on the sidewalk. (True) 
I think I would like the work of a dress designer. (True) 
I have a certain talent for understanding the other person, and for sympathizing with his problems. (True) 
It makes me very nervous when I get blamed for making a mistake. (True) 
I often get disgusted with myself. (True) 
I always like to keep my things neat and tidy and in good order. (True) 
I think I would like the work of a clerk in as large department store. (True) 
1 get very tense and anxious when I think other people are disapproving of me. (True) 
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APPENDIX 2 

How to Tell a Male Administrator from a Female Administrator. 

A male administrator is dynamic A female administrator is 
aggressive 

A male administrator is firm A female administrator is 
inflexible 

He is good on details She is picky 

He loses his temper She is bitchy 

He is a go-getter She is pushy 

When he is depressed, everyone When she's moody it must be her 
tiptoes past his office time of the month 

He follows through She doesn't know when to quit 

He's confident She's stuck up 

He has dreams She has delusions of grandeur 

He has the courage of his convictions She's stubborn 

He is a man of the-world She's 'been around 

He can hold his liquor She's a lush 

He isn't afraid to say what he thinks She's mouthy 

He's human She's emotional 

He exercises authority diligently She's 'power mad' 

He is closed mouthed She's secretive 

He can make decisions quickly She's impulsive 

He's a stem taskmaster She's hard to work for 

He is experienced She has been through the mill 

(Hanson, 1979, p.232) 
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APPENDIX 3 

Leadership Values Survey 

This survey has been designed to consider what different people view as 
appropriate behaviour for school principals in a range of settings. It will 
form part of a research project which I am currently undertaking at the 
Northern Territory University. The principal's reflections described in the 
survey are fictitious in nature, but are designed to replicate things which 
could occur in everyday school life. 

The survey should take you no more than 5 - 10 minutes to complete. Your 
responses to the survey will remain completely anonymous and will be 
used only as part of a larger data base. The final results of the survey can 
be made available to participating schools once the study has been 
completed. If you require any further information I can be contacted on 89 
411162(ah). 

Thank you most sincerely for agreeing to assist with this survey. 

Anne Mauger 
October 1996 
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(MALE VERSION) 

Introduction 
When a principal begins work at a new school s/he brings with himself or 
herself a range of behaviours and assumptions which will eventually have 
a major impact upon the way in which the school operates, and the value 
system under which it functions. The attached questionnaire asks you to 
consider various short reflections from a range of principals and to rate 
some of their attitudes according to a 5 point scale. 

Reflection One 

Met today as a staff. There certainly is some variety amongst them! A 
couple of them are real high fliers. 

They have an interesting way of running these meetings - each staff 
member takes a turn at acting as Chairperson. I have decided to do away 
with this practice and chair the meetings myself. Staff need to know who is 
in charge. 

Question 1. 
(Please circle the most appropriate response) 

What do you think about the principal changing the way staff meetings are 
chaired so that he is always the chairperson: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Two 

Miss Smith came to see me today. She wants to take next week off to 
spend with her sister who is due to come out of hospital and isn't coping 
too well. I can't believe my luck ........the first week isn't even over yet and 
I have staff asking for time off! I asked Miss Smith whether she could make 
other arrangements and she just burst into tears and said that her sisters 
husband was away on business. I feel sorry for her, but I don't think the 
school should be disrupted by her being absent and I've told her that I 
won't recommend her leave. She's livid about it, but that's just too bad! 

Question 2 
(Please circle the most appropriate response) 

The principal obviously does not believe the situation warrants Miss Smith 
being granted leave. How would you rate his attitude to the situation: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Three 

This evening we had our first School Council function. It was basically a 
social function for staff and parents and their husbands and wives. Just 
about everyone on the staff came, which was excellent. Sally (my wife) 
was unable to come because she has bridge on Fridays. A lot of people 
asked about her - I suppose they are curious about what she is like. 

An odd thing happened at the end of the evening. Everyone started to 
pack up while I was talking to my deputy about a small problem that arose 
today. Suddenly one of the mothers appeared at my side with a teatowel 
which she thrust quite unceremoniously into my hands with the retort that 
"...we all do our bit around here." I must admit, I was more than taken 
aback, particularly as the discussion that we were having was quite 
important. Any way, being new, I smiled through my gritted teeth and 
headed for the sink! 

Question 3a 
(Please circle the most appropriate responses) 

What do you think of the wife's choice to go to the bridge meeting rather 
than support her husband by being at the function: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 

Question 3b 
(Please circle the most appropriate responses) 

What do you think of the parent's expectation that the principal should 
help with the dishes: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Four 

One of the parents popped in to see me today. She was absolutely beside 
herself about the problems she has with her husband in terms of the way 
he disciplines the children. I think she felt that I should intervene on her 
behalf. Frankly, I try to stay out of people's private lives as far as possible. 

Question 4. 
(Please circle the most appropriate response) 

Obviously this principal is not particularly keen to get involved with parents 
who have problems. How would you rate his attitude to this parent: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Five 

I guess it had to finally happen! That woman who runs the early childhood 
unit and I have had a major blow up. She has been at me ever since I got 
here to change the timing of our recess break. Today she came charging 
into my office and demanded that a decision be made on the spot, 
accusing me of sweeping it under the carpet, and harping on about how 
"everyone" agrees with her - even though I know of at least two senior 
staff members who are dead against the idea! In the end I just cracked 
and yelled at her to get out of my Office. I felt heaps better after that! 

Question 5 
(Please circle the most appropriate response) 

People deal with anger in many ways. This time our principal chose to 
demonstrate his displeasure by shouting at the other person (who 
perhaps was doing some shouting of her own). How would you rate his 
behaviour in this instance: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Six 

Having heard more and more about this recess issue I have decided to 
take a final stand. There will be no change to the current recess break. I 
can't believe how much one little issue can divide a staff so strongly. 
Anyway, the decision is made now, so perhaps we can get on with the 
important things. Mind you, there are still rumblings coming from some of 
the staff about how their views have been ignored. For my part, I don't 
believe that every decision needs to be a collaborative one. 

Question 6 
(Please circle the most appropriate response) 

What do you think of the principal's attitude towards making decisions in 
this particular instance. Were his actions: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Seven 

I have been thinking about the way things have been organised for the 
end of year concert/presentations. I asked Miss Jones to organise the 
program for me, but I'm not really happy about it. The children appear to 
be compering the whole thing themselves from start to finish.....which is 
good.....but I can't help feeling that as Principal, I should be up there 
myself some of the time. I think I'll have a word with her about it and make 
sure she programs in room for a speech from me. 

Question 7 
(Please circle the most appropriate response) 

The Principal clearly feels that as the leader of the school it is important 
that he takes on a high profile public role. How would your rate his attitude 
in this instance? 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Eight 

I am so angry! Last night the cleaners left Room 16 open and the 
inevitable happened - a group of kids got in and 'trashed' the place. What 
a mess we had to clean up! The problem is, that if I "have a go" at the 
cleaners this afternoon, they'll probably walk out. I guess I'll just have to 
play the calm, rational man and politely remind them that it would be a 
good idea to check the locks closely tonight. 

Question 8 
(Please circle the most appropriate response) 

This Principal is obviously angry, but is also concerned about the politics 
of showing his true feelings about the matter. How would you rate his 
response to the situation? 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Nine 

I'm a bit worried about our meeting today to discuss the new sports day 
format. The idea we came up with is really good, but there were so many 
teachers away. It seems a bit unfair to make a decision when not everyone 
has been able to have input. Maybe we should call a meeting in the 
morning just to make sure that everyone is comfortable with the changes. 

Question 9 
(Please circle the most appropriate response) 

This principal is obviously most concerned that everyone should be 
involved with the decision about the sports day format. How would you 
rate his actions in setting another meeting to ensure that everyone has a 
say? 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Personal Data 

(Please circle the appropriate response) 

Age Group: 

Li Under20years Li 20- 29years Li 30-39years 

Li 40-49 years LI 50-59 years Li 60 years 0r0ver 

Gender: LI Male Li Female 

Main relationship with participating school: 

Li Teacher (Band I or Master Teacher) 

Li Teacher (Promotion position) 

Li Other (specify) 

Would you be willing to participate in a confidential follow up 
interview? If yes, could you please note your name and contact 
number below. 

Name (optional): 

Contact number/s (optional): 



151 
(FEMALE VERSION) 

Introduction 
When a principal begins work at a new school s/he brings with himself or 
herself a range of behaviours and assumptions which will eventually have 
a major impact upon the way in which the school operates, and the value 
system under which it functions. The attached questionnaire asks you to 
consider various short reflections from a range of principals and to rate 
some of their attitudes according to a 5 point scale. 

Reflection One 

Met today as a staff. There certainly is some variety amongst them! A 
couple of them are real high fliers. 

They have an interesting way of running these meetings - each staff 
member takes a turn at acting as Chairperson. I have decided to do away 
with this practice and chair the meetings myself. Staff need to know who is 
in charge. 

Question 1. 
(Please circle the most appropriate response) 

What do you think about the principal changing the way staff meetings are 
chaired so that she is always the chairperson: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Two 

Miss Smith came to see me today. She wants to take next week off to 
spend with her sister who is due to come out of hospital and isn't coping 
too well. I can't believe my luck ........the first week isn't even over yet and 
I have staff asking for time off! I asked Miss Smith whether she could make 
other arrangements and she just burst into tears and said that her sister's 
husband was away on business. I feel sorry for her, but I don't think the 
school should be disrupted by her being absent and I've told her that I 
won't recommend her leave. She's livid about it, but that's just too bad! 

Question 2 
(Please circle the most appropriate response) 

The principal obviously does not believe the situation warrants Miss Smith 
being granted leave. How would you rate her attitude to the situation: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Three 

This evening we had our first School Council function. It was basically a 
social function for staff and parents and their husbands and wives. Just 
about everyone on the staff came, which was excellent. John (my 
husband) was unable to come because he has bridge on Fridays. A lot of 
people asked about him - I suppose they are curious about what he is like. 

An odd thing happened at the end of the evening. Everyone started to 
pack up while I was talking to my deputy about a small problem that arose 
today. Suddenly one of the mothers appeared at my side with a teatowel 
which she thrust quite unceremoniously into my hands with the retort that 
"...we all do our bit around here." I must admit, I was more than taken 
aback, particularly as the discussion that we were having was quite 
important. Any way, being new, I smiled through my gritted teeth and 
headed for the sink! 

Question 3a 
(Please circle the most appropriate responses) 

What do you think of the husband's choice to go to the bridge meeting 
rather than support his wife by being at the function: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 

Question 3b 
(Please circle the most appropriate responses) 

What do you think of the parent's expectation that the principal should 
help with the dishes: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Four 

One of the parents popped in to see me today. She was absolutely beside 
herself about the problems she has with her husband in terms of the way 
he disciplines the children. I think she felt that I should intervene on her 
behalf. Frankly, I try to stay out of people's private lives as far as possible. 

Question 4. 
(Please circle the most appropriate response) 

Obviously this principal is not particularly keen to get involved with parents 
who have problems. How would you rate her attitude to this parent: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Five 

I guess it had to finally happen! That woman who runs the early childhood 
unit and I have had a major blow up. She has been at me ever since I got 
here to change the timing of our recess break. Today she came charging 
into my office and demanded that a decision be made on the spot, 
accusing me of sweeping it under the carpet, and harping on about how 
"everyone" agrees with her - even though I know of at least two senior 
staff members who are dead against the idea! In the end I just cracked 
and yelled at her to get out of my Office. I felt heaps better after that! 

Question 5 
(Please circle the most appropriate response) 

People deal with anger in many ways. This time our principal chose to 
demonstrate her displeasure by shouting at the other person (who 
perhaps was doing some shouting of her own). How would you rate her 
behaviour in this instance: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Six 

Having heard more and more about this recess issue I have decided to 
take a final stand. There will be no change to the current recess break. I 
can't believe how much one little issue can divide a staff so strongly. 
Anyway, the decision is made now, so perhaps we can get on with the 
important things. Mind you, there are still rumblings coming from some of 
the staff about how their views have been ignored. For my part, I don't 
believe that every decision needs to be a collaborative one. 

Question 6 
(Please circle the most appropriate response) 

What do you think of the principal's attitude towards making decisions in 
this particular instance. Were her actions: 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Seven 

I have been thinking about the way things have been organised for the 
end of year concert/presentations. I asked Miss Jones to organise the 
program for me, but I'm not really happy about it. The children appear to 
be compering the whole thing themselves from start to finish.....which is 
good.....but I can't help feeling that as Principal, I should be up there 
myself some of the time. I think I'll have a word with her about it and make 
sure she programs in room for a speech from me. 

Question 7 
(Please circle the most appropriate response) 

The Principal clearly feels that as the leader of the school it is important 
that she takes on a high profile public role. How would your rate her 
attitude in this instance? 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Eight 

I am so angry! Last night the cleaners left Room 16 open and the 
inevitable happened - a group of kids got in and 'trashed' the place. What 
a mess we had to clean up! The problem is, that if I "have a go" at the 
cleaners this afternoon, they'll probably walk out. I guess I'll just have to 
play the calm, rational woman and politely remind them that it would be a 
good idea to check the locks closely tonight. 

Question 8 
(Please circle the most appropriate response) 

This Principal is obviously angry, but is also concerned about the politics 
of showing her true feelings about the matter. How would you rate her 
response to the situation? 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Reflection Nine 

Fm a bit worried about our meeting today to discuss the new sports day 
format. The idea we came up with is really good, but there were so many 
teachers away. It seems a bit unfair to make a decision when not everyone 
has been able to have input. Maybe we should call a meeting in the 
morning just to make sure that everyone is comfortable with the changes. 

Question 9 
(Please circle the most appropriate response) 

This principal is obviously most concerned that everyone should be 
involved with the decision about the sports day format. How would you 
rate her actions in setting another meeting to ensure that everyone has a 
say? 

Most Mildly Neither Mildly Most 
Inappropriate Inappropriate appropriate appropriate 
1 2 3 4 5 
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Personal Data 

(Please circle the appropriate response) 

Age Group: 

E Under20years 11 20- 29years n 30-39years 

Ei 40-49years u 50-59years U 60year50r0ver 

Gender: U Male u Female 

Main relationship with participating school: 

LI Teacher (Band I or Master Teacher) 

U Teacher (Promotion position) 

U Other (specify) 

Would you be willing to participate in a confidential follow up 
interview? If yes, could you please note your name and contact 
number below. 

Name (optional): 

Contact number/s (oDtional): 



NORTHERN TERRITORY UNIVERSITY 
HUMAN ETHICS COMMITTEE 

CONSENT FORM: SURVEYS, QUESTIONNAIRES 

I. .............................................. of ....................................... 

Hereby consent to be a subject of a human research 
study to be undertaken 

by Anne Mauger 

and I understand that the purpose of the research is to 
consider what different teachers view as appropriate 
behaviour for school principals in a range of day to day 
situations. I also understand that my involvement in this 
research is purely voluntary. 

I acknowledge 

Upon receipt, my questionnaire will be coded and 
my name and address (if provided) kept separately 
from it. 

Any information that I provide will not be released 
in an identified form. 

Aggregated results will be used for research 
purposes and may be reported in scientific and 
academic journals. 

Individual results will not be released to any 
person except at my request and on my 
authorisation. 

That I am free to withdraw my consent at any time 
during the study, in which event my participation in 
the research study will immediately cease and any 
information obtained from me will not be used. 
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Signature.............................................Date .................... 



APPENDIX 4 

LIST OF BEHAVIOURS SHOWN TO INTERVIEWEES 

LEADERSHIP BEHAVIOURS - School Principals 

* Collaborative 

* Hides rather than displays anger 

* Demonstrates a desire 'to be seen to lead' 

* Willing to 'pitch in' and take on routine/menial tasks at times 

* Displays personal support for, and interest in others 

* OTHER 
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APPENDIX 5 

PRELIMINARY RESULTS SHOWN TO INTERVIEWEES 

PRELIMINARY RESULTS 
(Frequency) 

MOST APPROPRIATE 

Support with dishes - willing to 'pitch in' and take on 
routine/menial tasks 

Pretending not to be angry over cleaners leaving open a room 
which was then vandalised - hides rather than displays anger 

* Not ratifying a decision re sports day until it has been established 
that everyone on the staff is in favour - collaborative 

MILDLY APPROPRIATE 

Directing staff member to program time for a Principal's speech 
- demonstrates desire to be 'seen to lead' 

Support to parents re family problems - displays personal support 
for, and interest in others 

NEITHER APPROPRIATE NOR INAPPROPRIATE - Nil 

MILDLY INAPPROPRIATE - Nil 

MOST INAPPROPRIATE 

* Taking over chairing meetings - demonstrates desire to be 'seen 
to lead' 

* Leave not granted to care for ill sister - displays personal support 
for, and interest in others (negative) 

* Yelling at staff member - hides rather than displays anger 
(negative) 

* Making a unilateral decision re proposed change- collaborative 
(negative) 



PRELIMINARY RESULTS SHOWN TO INTERVIEWEES 

PRELIMINARY RESULTS 

t-test 
I tail probability 
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Q6 Yelling at staff member 
Hides rather than displays 
anger (reversed) 

Q7 Making a unilateral decision 
re a proposed change 
Collaborative (reversed) 

Q9 Pretends not to be angry 
over cleaners leaving open 
a room which was then 
vandal ised 
Hides rather than displays 
anger 

0.007 (tot group) 

0.031 (tot group) 

0.010 (tot group) 
0.008 (fern grp) 



APPENDIX 6 

FOLLOW UP LETTERS TO PRINCIPALS 
VERSION 1 

Mr Fred Bloggs Ms Anne Mauger 
Principal 7/8 Duke St 
Qwerty Primary School STUART PARK NT 0820 
Smith Drive 
QWERTY NT 0812 Tel: 89 277666(blh) 

89 411162 (a/h) 
E-mail: 

Mauger@ozemail.com.au  

Dear Fred 

I am writing to you to ask for the assistance of teachers 
from your school in relation to a research project which I 
am currently undertaking through the Northern Territory 
University. The project focuses on educational leadership 
and the research segment takes the form of a short 
survey, with the option of a follow-up interview on a 
volunteer basis. 

The survey consists of a series of fictitious vignettes which 
are designed to replicate events which could occur in 
everyday school life. The questions which accompany 
each vignette focus on what participants consider to be 
appropriate behaviour for school principals in a variety of 
circumstances. Information from both the survey and 
follow-up interviews will be strictly confidential and 
participants and schools will not be able to be identified by 
anything that is written in the text of the research paper. 

If your teaching staff agree to participate, I would like to 
visit a staff meeting, explain the process, and collect 
responses during the meeting. The entire process should 
take up no longer than 10 minutes, as the survey itself 
contains only 10 questions. 

The information collected will not reflect in any way upon 
the principal's of the schools concerned. However, it is 
hoped that it will provide useful insights into the 
expectations teachers have in relation to the behaviours 
and values of school leaders. A copy of the research 
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findings will be made available to each participating 
school. 

I would be grateful if you could discuss participating in the 
survey with your staff in the near future. I know that it is a 
lot to ask staff to take on that one more "little extra", but I 
do promise you that it will not take up more than 10 
minutes of anyone's time. No staff member is in any way 
obligated to participate in the survey - it is purely voluntary. 

I will be in contact with you over the next few weeks to find 
out whether staff will be participating, and to make 
arrangements to meet with them. If you have any questions 
I can be contacted at Manunda Terrace Primary School on 
8927766 or on 89411162 after hours. 

Any assistance which you and members of your staff are 
able to offer will be very much appreciated. 

Yours sincerely 

Anne Mauger 
October 1996 
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APPENDIX 7 

FOLLOW UP LETTERS TO PRINCIPALS 
VERSION 2 

Ms Freda Bloggs 
Principal 
Qwerty Primary School 
Smith Drive 
QWERTY NT 0812 

Ms Anne Mauger 
7/8 Duke St. 
STUART PARK NT 0820 

Tel: 89 277666(blh) 
89 411162 (a/h) 

E-mail: 

Mauger@ozemail.com.au  

Dear Freda 

Thank you for offering the assistance of teachers from your 
school in relation to a research project which I am currently 
undertaking through the Northern Territory University. I 
really appreciate your support as I am all too aware of how 
hectic the next seven weeks are likely to be in schools. 

The project focuses on educational leadership and the 
research segment takes the form of a short survey, with 
the option of a follow-up interview on a volunteer basis. 
The survey consists of a series of fictitious vignettes which 
are designed to replicate events which could occur in 
everyday school life. The questions which accompany 
each vignette focus on what participants consider to be 
appropriate behaviour for school principals in a variety of 
circumstances. Information from both the survey and 
follow-up interviews will be strictly confidential and 
participants and schools will not be able to be identified by 
anything that is written in the text of the research paper. 
The information collected will not reflect in any way upon 
the principal's of the schools concerned. However, it is 
hoped that it will provide useful insights into the 
expectations teachers have in relation to the behaviours 
and values of school leaders. A copy of the research 
findings will be made available to each participating 
school. For those teaching staff who agree to participate 
the entire process should take up no longer than 10 
minutes, as the survey itself contains only 10 questions. 
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I would be grateful if you could discuss participating in the 
survey with your staff in the near future. I know that it is a 
lot to ask staff to take on that one more "little extra", but I 
do promise you that it will not take up more than 10 
minutes of anyone's time. No staff member is in any way 
obligated to participate in the survey - it is purely voluntary. 

Once the questionnaires are completed, they can be 
returned either individually or in bulk via the courier to 
Manunda Terrace School. If you or any of the participants 
have any further questions, I can be contacted at Manunda 
Terrace Primary School on 89 27766 or on 
89411162 after hours. 

Once again, thank you very much for your support. 

Yours sincerely 

Anne Mauger 
23 October 1996 
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APPENDIX 8 

INTERVIEW TRANSCRIPTS 

SUBJECT A - 'Alice' 

Question I 
Inappropriate. 
I think it's just self defeating - it's silly. Why would you want to add to your 
workload for a start - take away personal autonomy from your staff, and 
sense of inclusion. It would be silly. 

Question 2 
Inappropriate not because, fair enough the family shouldn't have sought it 
,but because of his attitude of "it's just too bad". If he said "I can 
understand the situation and I feel it's really unfortunate", I might have 
sensed that he had some sympathy, but he doesn't sound sympathetic at 
all. It sounds like it's just a big inconvenience to him. 
So you would rate his behaviour as most inappropriate? 
Well, not so much inappropriate as ... well the decision might well be that 
you really need to find some other way of handling this problem, and you'd 
rather not. .well, definitely leave without pay or something like that. But I 
think there's ways of getting around things like that. I don't think saying 
"It's just too bad" is the way to go. So yes, in the absence of any other way 
of saying it, it's inappropriate. 

Question 3. 
The wife of the principal? 
Yes 
Fine. Why would she want to go to a presentation - unless she was also 
on staff. 
So, is that a "neither" or..? 
Neither I think. I don't know what I put in the original thing. Maybe it would 
be nice for her to go if it was the first couple of weeks and he was just 
getting into the school or something. 

Question 4 
Oh, typical... but I think probably (pause)... it's inappropriate for them to 
interrupt while a discussion is taking place, but the people probably didn't 
know it was important - what they were discussing... and it could also be a 
nervous thing on the part of that parent. You know, to be jolly and to get 
on side with the principal and not necessarily a personal attack on the 
principal. You could construe it that way, depending on the circumstances. 
You'd have to be there, because in each situation it's necessary to know 
what the person's motivations might have been. But if someone was doing 
that, it's more likely to be just getting used to the new principal and 
cracking a joke, and doing it in that sort of a way... or, maybe the person 



170 
who was talking to the principal is one of those people who monopolises 
people and the other person knew it. You'd just have to be there. 
So are you saying you couldn't rate that one? 
Well, I don't know what I said before, but I'd say inappropriate - but mildly. 

Question 5 
Mildly inappropriate because the parent could be one of those problem 
parents, who has always got problems and is always bringing them to the 
person they perceive as "mum or dad" - the principal. So that case, you 
can understand the principal not wanting to buy into it every time. But, by 
the same token, it may not be the case. If it's someone that doesn't carry 
on too much, then it might be that this is a situation where the principal 
really needs to be involved and give their thinking. 

Question 6 
Inappropriate 
Most or mildly? 
Most. The principal's getting paid to deal with that kind of rubbish - that's 
why I don't want to be a principal. But, yeah, it's inappropriate. He can't 
bring his or her anger to the situation. They have to just sit back, let the 
person get it off their chest, and then maneuver from there. Point out those 
facts. Just say, "Look, we've got two senior members of staff who don't 
agree with you. This has got to be taken slowly and carefully and much as 
I'd like to bring this decision for you, I'm unable to". To shout back is just 
not appropriate, at any stage. 

Question 7 
Inappropriate. True, not all decisions need to go through everyone, but 
that was obviously one that everyone had a feeling on. So that was one 
that needed to go before everyone, and needed to be thrashed out to the 
bitter end. 
So was it..... 
Inappropriate 
Mildly, or... 
No, if it was that big a deal, most I suppose. 

Question 8 
That's just fine. If he needs to say something at assembly. .then. . . he should 
just say it. Appropriate. 
Most? 
Appropriate. That's all. 

Question 9 
Appropriate.. .that he remained calm, because he needs to be the one that 
remains calm. However, there are ways to let people know that you're 
displeased without shouting and raving and ranting and getting angry at 
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them, or appearing to be angry. For example, one of X's Staff. About a 
month ago, he did something that cost them about $500 more than it 
needed to - getting something delivered somewhere. He'd already been 
told how to do this thing, but he didn't do it. So X just got him in, talked to 
him, said that he was disappointed that it had happened, but not to spend 
too much time worrying about it and not to go home and get upset about it, 
because he understands that people do make mistakes. But, by saying 
that that way, he'd just virtually said: "Look, this is a major issue, you've 
done something that's really stupid, but I forgive you so don't get too 
upset". But he'd let the bloke know how important the issue was, without 
being angry with him. Whether that's manipulative or not I don't know, but 
at least it doesn't put X in the position of being angry. Because it makes 
you in the wrong, I reckon. If you show your anger in a situation like that in 
the workplace, it leaves you nowhere to go after that. It doesn't mean that 
people don't do it, or that people can't remain a good principal if they do 
do it, but it's probably a good idea to try not to do it. 
Well, how would you rate the behaviour? 
What they did? 
Mmmm 
The cleaners? 
No, the principal 
The principal.. .yeah, he's got to be calm. Appropriate. Most appropriate 
sounds like that's the best that he could have done, and that's the way it is 
with all of those sorts of scale things. You've got to stop somewhere, I 
realise that, but 'most appropriate, means that I think that's the best 
solution, but obviously, I'm an individual, so my solutions are going to be 
different. 

Question 10 
If he feels that the staff is also most concerned, then yes, that's fine. But if 
he reads the staff wrong and they're not as concerned as he thinks at 
having their say, and see it just as more meetings, then he's probably 
made a 'blue'. But that's a judgement call he would have to make himself. 
Yes, I'd say it's appropriate. 

Subject shown list of leadership behaviours and asked to rate them 
on the same 5 point scale as that used for the survey 
Collaborative ... 1 is high, isn't it? 
It can be ... if you like 
Two, 'displays personal support or interest in others', because I think 
that's important. If they appear to be interested, it makes a big difference. 
And once someone starts to act like they're interested, it starts to get 
interesting anyhow. Once you start to take an active interest in what 
people are doing it becomes part of your way of acting in any case. 
'Demonstrates a desire to be seen to lead'. I don't understand that 
completely. The principal has a desire to be seen to lead? 
Yes, and they indicate that in their behaviour. They're the behaviours 
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that are indicative of a high profile - 'I'm your leader' 
Hmmm 
'Hides rather than displays anger' makes it sound sneaky, but, maybe you 
have to be that way sometimes. I had a principal last year who managed to 
remain calm in every situation and who would just say" Hmmm, yes well 
that's interesting" and then he would talk through, and you would know 
what the message was, but you didn't come out of there feeling "I'm in the 
wrong; I'm the guilty party". But you did see his point of view. He was very 
good at that. He must have been angry. Or maybe he was just one of 
those people who doesn't get angry very often. I think that's important - in 
the workplace. I'm not saying that in a relationship with someone you 
shouldn't show your anger and say "This makes me angry", but in the 
workplace it doesn't have to be acted out. I'll link on that because we've 
been talking about this a bit through it, the anger thing. The displaying of 
anger could take several things, like you could act it out by"l'm really angry 
with you!" and shout at someone and ". . .this was a stupid thing to do!" 
That's a negative display of anger. A positive display of anger might be, 
simply to say "What has happened has made me angry, however, I realise 
that it was a mistake on your part and that it's not something you planned 
to do" - if that was in fact the case. So, there's different ways of displaying 
anger. 

'Willing to pitch in and take on menial/routine tasks'. Oh yes, I suppose it's 
good to look like you're one of the crowd. 

I can't work out 'demonstrates the desire to be seen to lead'. I can't work 
out how I feel about it - whether I think that's negative, or just fine. In his 
part about the assembly thing, I think it's quite in order for the principal to 
ask to speak at an assembly, especially at a special assembly - to come 
forward and to say something. It's traditional. No-one else would feel it 
was threatening - I wouldn't think. And they'd just so "Oh would you fit me 
in, I'd just like to have a word about such and such". And it should be a 
request anybody on the staff could make. 
So is it mildly appropriate that they speak at an assembly or... 
I think so, yes. That's one of the reasons that you have a principal; as your 
PR person for the school. And there are times when you need the principal 
to be there and to look at things from the big picture rather than from the 
confines of the classroom. 

Other leadership behaviours 
If they're being collaborative, then they are making decisions about not 
imposing things on people when people obviously fell really strongly about 
them, so that's OK. 

If they display 'personal support for and interest in others', that seems to 
be respected by the staff. Yeah, I think that that's very important too. If you 
feel that people know what's happening in your classroom and are 
interested in it it makes a big difference. 
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I've seen people in the staff room talking in such a way as if to say "Hey 
listen, this is what's happening. We're doing something that's really 
interesting and nobody else is interested. I've actually seen that at School 
X, and I think that's important. 

And also on a home troubles thing. People do bring their problems to 
school, so it's no use saying "Oh yes, but that's a home thing". If you don't 
deal with it you've really got a problem! You've got to deal with it one way 
or another. 

Question: Do you have a preference between working for a male or 
female Subject asked if they have a preference between working for a 
male and female principal 
No 

Subject asked whether they believe that male and female leaders 
have different styles, and if so, what these differences are. 
I've seen what I would normally think of as a female leadership style from 
a male. The principal that I was talking about from last year - very much 
so. Definitely what you would consider if you were going to make up a 
profile of a hypothetical female principal; he was it. 
So if you were going to describe a hypothetical female principal what 
would you... 
So, maybe a little bit more understanding, and a little bit more interested in 
the personal side of things and, more able to see things from a variety of 
viewpoints, rather than just focusing in on one issue and going for that. 
Which I think men, in general, tend to be able to focus on one issue. 
Women don't focus on just the one issue. They see how it affects this and 
that - a bit more holistic. 

As principals - well I think sometimes being focused on one particular 
thing can make you blinkered and therefore more authoritarian. 

I would see the stereotype of males as being more authoritarian. I wouldn't 
see all males obviously. As with all generalisations you can fall in a hole. 

I think the stereotype definitely exists, and that style of management 
definitely exists. It's also linked with age. We now have an aging group of 
male principals who will soon be out of the system and they are far more 
authoritarian than those that are going to come afterwards ...l hope. 

The last part of the interview is just to show you some of the 
preliminary results of the study. Basically I would just like your 
comments as to how you actually see them, and also as to whether 
you agree that you were responding to the actual factor that each 
item was meant to be testing or not. 
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I was going to say to you "Is it the same principal?" because somehow I 
had in my mind that it must have been different in some situations. 
They were different principals, but the first lot were all female, and 
the second lot were all males 
I probably would have answered differently to the teatowel thing then, 
because I didn't mind him being asked, but I can remember thinking that it 
was not fair that she was asked. That's the only one I remembered. It was 
the one that involved the domestic task. I don't know what I actually wrote 
on that. 
So you don't have any other thoughts on whether you think there are 
behaviours that "make and break" or whether you think there are 
different expectations? 
Oh yes, I'm sure there'd be different expectations and most of them would 
be unconscious expectations. They'd be the ones that we're simply not 
aware that we have. And you wouldn't be saying "Oh, he's male and 
therefore I expect him to behave in this manner". Or, "She's female, 
therefore, yes, typical female, she's doing this, because of whatever". 
Those things would just be so subtle you wouldn't know you were doing 
them. And they're the ones of course, that are the problem. When you're 
actually aware of what you're doing, then you can address it. 

Nothing was neither appropriate nor inappropriate. That surprises me. 
That no-one was neutral on any of those issues. 
Some people could have been neutral, but in terms of the frequency 
there's nothing where the majonty..no..the most people put down that 
particular category for any question. (Examples given) 
Oh, the bit about the leave not granted. I think that the husband could 
have come out of his job ... was that the situation; the scenario that the 
husband could have..... 
The husband was away 
He could have come back of course. I mean, if it's good enough for a 
Prime 
Minister, a right wing Prime Minister, to stay home for his wife when she's 
sick, it's good enough for the truckie or whatever he is. So in that case, 
yes, it's not that I approve of the principal, but I think I'd disapprove of the 
husband. Put it that way. But I think that if they're a principal, they 
shouldn't say "It's just too bad!" that's the part that got me. Just those few 
words. It's just like you're just saying, "Well I don't give a damn", so that's, 
yeah, negative. 
Can I draw your attention to one more thing, taking over the chairing 
of the meeting. Can you talk about how you perceived that again, 
because that seems to... 
Well, I didn't see the point in it. I mean, if you're chairing the meeting, then 
it precludes you from participating as much as you would like to. So if they 
want to be involved, then why chair the meeting? Why have someone 
that's, you know, chairing the meeting, because you get more of a chance 
to do it. Some meetings, fine, but every single staff meeting. It's probably 
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just counterproductive I thought. 
What I'd like to get at is whether the question I set actually is really 
valid, because in the trailing I did people came out as to whether 
person showed overt leadership behaviour, but some of the things 
that you've said have made me wonder whether you seen it more as 
being about being collaborative 
Yes, yes, because if people have to take turns at doing minutes... .1 
suppose it's tradition too, I mean you get used to someone being a chair 
one week, and someone else the next, and someone taking minutes and 
sharing those tasks. then you think well why would you want to do it 
otherwise? Why would you want to have the principal ... And it makes 
people feel involved, it makes people.. .At least for one week they have to 
listen to the staff meeting. If they're chairing it they've got to keep tabs of 
what people are saying, and take notice of when someone's talked for too 
long. Things like that; if they're chairing meetings and listen to what 
people are saying. And if they're taking minutes, the same thing. So if 
people take turns, it means they get involved every week. I just think it 
makes sense. 

But with hypothetical situations you're always left with the problem of not 
knowing the circumstances. How I would react to a circumstance is going 
to be different to how you would react to it, and when it's a hypothetical 
situation and I don't know the other factors before, or that precede that, or 
the people involved you can't make judgements based on that. You can 
never trust the decision because my people could change all this, apart 
from the fact you changed the male to female, which I thought was good. 
Interesting! Apart from that fact, people won't be saying the same thing in 
any case. They will feel differently about those situations because they 
might be imagining a different scenario each time. 

Subject shown significant results for gender breakdown 
Anger. It doesn't surprise me... and unfortunately, if she didn't hide it she'd 
be in even deeper trouble than the males because of those same 
expectations. So not only do the people doing the questionnaire react that 
it was more inappropriate, but the people that she had been talking to 
would have felt that too. So that being yelled at by the female would have 
been worse than being yelled at by the male because our expectations are 
that a woman's not going to yell at you. So it would be worse. 

Further comments? 
Probably too much. Oh no, you could talk for hours couldn't you. 
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INTERVIEW TRANSCRIPT 

Subject B - Betty 

Question I 
Mildly inappropriate. I don't feel that he ought to come in and make major 
changes. They need to know who's in charge and just from staff meetings 
that I have been to they are not. I haven't been to any that are just run by 
the principal, so I would say mildly inappropriate. 

Question 2 
Mildly inappropriate, and I think that's because there is no situation 
analysis like this. This teacher is always off or something like that and if I 
had a wider context and I knew that Ms Smith was a dedicated teacher 
and didn't take any time off, and had worked conscientiously, and then this 
was asked of her, then it would be inappropriate, probably to the 'most 
inappropriate' for him to make. However, we are not given that total 
context so I don't know what her record is. But I would hope the principal 
would be understanding if there was a major problem in her family. 

Question 3 
If it was a choice to go to the bridge meeting rather than support her 
husband... I don't recall what I said before... I guess I would think that it 
was 'mildly appropriate' because he is the principal. An independent 
husband who doesn't support things that I do, that doesn't really reflect on 
me. 

Question 4 
The expectation the principal should help with the dishes. I found that a 
strange question. I was trying to get 'most appropriate'. O.K. What do I 
think of the parents expectation? Probably her expectations were mildly 
inappropriate, I guess I would say. She hadn't really built up a rapport or 
got to know the principal at that point, so it's not that he's high and mighty 
and shouldn't do it, but it's rather surprising at an introductory sort of 
meeting. 

Question 5 
And I'd say here that his response is 'mildly appropriate'. He doesn't look 
as if he's actually said anything derogatory to that parent. He's just stated 
that he didn't want to get involved and it's more the children's lives rather 
than the husband and wife relationship that should have any bearing on 
him, so I guess it was 'most appropriate' really. And it doesn't say that he 
was short or curt with her or anything like that, I would hope not, but 
certainly he shouldn't have to involve himself. 

Question 6 
1 felt that the principal's behaviour was 'most inappropriate', resorting to 
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yelling at her. I just feel that in his position, he should have been able to 
get across his point of view without that. 

Question 7 
I'll just quickly go back to the last one to see if they actually had a meeting 
about it, I'm trying to remember, did they? No. So they haven't actually had 
a staff meeting. I had in my mind they did. So he's... on his own bat has 
decided that things will be changed and he... I think that it's 'mildly 
inappropriate'. I would have thought that it would have been good to have 
the teachers all have their say, and then if there was a strong - an 
imbalance of belief -then perhaps, yes, it would be appropriate for him to 
make the decision. But I think he should have had a chance for all... I'm 
just not quite sure whether that's the case. 

Question 8 
Yes, I think that's a 'mildly appropriate' view. I do believe the principal is 
the leader of the school and I believe that he has a high profile public role, 
so 'mildly' or even 'most appropriate'. It does say that he's asked her to 
make sure that there is some time, which gives me the indication that he's 
told her well in advance, " I'll have a word with her about it and make sure 
she programs in room for a speech." Yes I do believe the principal should 
give a speech at that type of end of year function. So I'd say, yes, that's 
'most appropriate'. 

Question 9 
This one.. I'll just go over the question, O.K. so I'm angry. Last night 
cleaner's left room 16 open, the inevitable happened, the kids trashed it 
and there was a lot of mess to be cleaned up, and he's saying "if I yell at 
the cleaners they will probably walk out". So he has to play it calm, rational 
and politely remind them it would be a good idea to check the locks. I 
guess again, whether it's ever happened before, whether this is a one off 
thing, whether the cleaners have been long in the school and been very 
reliable, or whether it's a continual problem would make a big difference 
on how he should react. If there's been no history of such a situation, then 
I'm sure that he would have to take that into account. I just find that... I 
can't really answer that, unless I know that full, because yes, he would be 
angry, and I think he does need to let his feelings be known, but here he's 
going to play the very calm and rational man, perhaps to the point - 
perhaps that's a bit extreme. Perhaps he needs to get across how 
important it is for them to do their job properly. 
So you're not able to rate that? 
No, probably 3. Neither? Would that be... 

Question 10 
It sounds very good that the principal wants everyone concerned to be 
involved with the decision about sports day. He sounds very calm and very 
reasonable. Again, the meeting situation - if it's a staff meeting that 
everyone was supposed to attend and they were all off sick then, yes, 
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another meeting. If they just hadn't bothered turning up, well then they've 
had their chance and it could be that the dedicated teachers that do turn 
up would be disappointed that there had to be any further discussion. So 
I'd say that if he's talking about calling another meeting I would have to 
say that it would be 'mildly appropriate'. Yeah I'd say that it was 'mildly 
appropriate'. There are a few more circumstances that I think need to be 
known. 

Subject shown list of leadership behaviours and asked to rate them 
on the same 5 point scale as that used for the survey 
So if I feel it's the 'most appropriate' one I give it a 5? 
Yes. 
(Collaboration) That's if you work together for something, isn't it? 
Mmmm, well everyone gets a say. 
Right, well that's useful. This one demonstrates a desire to be seen, to me. 
Probably a few years ago I wouldn't have thought that was necessary but 
having experience... 
I've put a 5 for collaborative and 'displaying personal support and interest 
in others', 'cause I think they'd be involved in people and I just see that 
that personal support and interest is essential together. 
'A desire to be seen to lead', I've explained that one already I think. I gave 
that a 4. 'Hides rather than displays anger' I've put 3. I certainly don't 
think anger should be displayed very often. So I guess I'd prefer it to be 
hid. I find that's... I don't totally agree with that statement, really. It would 
be nice if someone in the role of principal could share their feelings about 
things without having to get to the point of anger, but I guess there's 
always things that we don't agree with. The idea of hiding doesn't appeal 
at all, so the word confused me a bit. 
And then I gave 2 to the 'pitch in and take on routine/menial tasks' 
because I don't think that that's a leadership behaviour. I think that that's 
something principals will do, but I don't really see that as sort of an 
important leadership role. 

Do you have preference between working with a male or female 
principal? 
Well I've worked with both successfully. I don't find that gender has much 
influence. 

Do you think that male and female principals demonstrate the same 
leadership styles? 
I've worked with more male personalities than I have with female 
personalities. Certainly there was a huge range of men, so there would be 
that from the female. I'm just a bit lost as to your question. Could you just 
reframe it? 
Basically, if you think of female leaders and male leaders, do you 
think there are any essential differences, or do you think they're 
much the same? 

PlORTt. 1ERRITOR 
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Well, I think you get the whole spectrum with both. I've certainly seen a 
breadth of personalities (with males) and I suspect it would be the same 
with females. 
Purpose of study explained and comments sought 
I just see that having empathy... (Tape malfunctioned at this point - subject 
talked about the importance of empathy and understanding and about a 
range of experiences where this was or was not demonstrated). 

The last part of the interview is just to show you some of the 
preliminary results of the study. Basically I would just like your 
comments as to how you actually see them, and also as to whether 
you agree that you were responding to the actual factor that each 
item was meant to be testing or not. 
'Most inappropriate' taking over chairing meetings. I tended to agree with 
that. 
This here, 'most appropriate', support with dishes - willing to pitch in. I 
think I was right at the other end of the scale on that one. I think it's 'most 
appropriate'. 
'Hiding rather than displaying anger' - I guess I would feel that way, I was 
hoping there wouldn't be anger, but I tended to see.. .Yes, it shouldn't be 
displayed. Collaborative role in the sports day... I think I... it tends to be 
similar to what I answered, I think - except for a couple there about 
pitching in and menial tasks. I guess I see that I know that principals can 
do that, but I don't see that as their major role. 
The idea of doing the dishes. .the fact of the menial task.. .yes, I think I 
realised that's what that meant, even though I didn't see it as essential. 
Yes, on this one on hiding the anger. 
I think on this one.. .1 think I got a bit confused there because I didn't know 
why one didn't turn up to the meeting, so I thought there was some other 
issue there. I guess I didn't realise that was on about collaboration, I 
thought there was another agenda. Directing staff member to program time 
for principal's speech - that 'desire to be seen to lead', yes I thought that 
that was important. I think I mentioned that that is a role. 
Personal support for/interest in others - yes, I could see that. 
Taking over chairing of the meetings - I don't see that that's 
'demonstrating the desire to be seen to lead'. I guess because in my mind 
that's a positive thing, and yet taking over the chairmanship is something 
negative. So, I wouldn't have thought that was what it was showing. I 
would have thought that it was more of a domineering "I am the leader, 
you will do what you're told" rather than seeing it in a favourable way. 
Caring for the elder sister showed personal interest, or lack of it... 
Oh yeah, that was about the change to the recess times, but then the 
option, I thought, was that the principal was going to hold another meeting 
so that everyone would get their say, so.. .why would that be negative?. 
No, this was the sports day.... 
Oh .... we'll leave that one. 
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Subject shown significant results for gender break down. 
I am very surprised because, well, I don't think it's appropriate for either 
sex to show anger. 
..but remembering that they may both have said it was inappropriate, 
but it may have been that more of one gender, in this case males, saw 
it as less of a problem, so there were more saying that it was mildly 
inappropriate. 
Well I am surprised. I suppose that males that I know the most - family 
members - certainly can vent their anger and not think that there's more to 
it than that. whereas the females that I know closer are more careful not to 
let out that anger because they don't want to hurt people's feelings. And I 
guess the males that I know angrily say what they mean and then it's 
finished. So perhaps that gives an idea why. 

(Collaboration) Again, from personal experience I believe that some 
females are more capable of discussing and debating for longer than 
males. I have noticed that to get to an end to something and make a 
decision that they're likely to want to take time, and then come to a 
decision. So, perhaps that is the reason for that. 
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INTERVIEW TRANSCRIPT 

Subject C - Carol 

Question I 
I think that it is mildly appropriate, number four, because I don't think you 
can barge in and say that this is the way that I want to do it and this is the 
way that it will happen, but I do think that as a principal he has a role as a 
leader and if you have it a bit more formalised then the outcomes of it, I 
tend to think will be on paper, and they probably will be better. 

Question 2 
'Most inappropriate', for the reason that if Ms Smith feels that she should 
go on leave, if she has leave to do so, then as any other public servant, 
she should be allowed to do that and it's got nothing to do with what the 
principal says. This kind of behaviour encourages people to be dishonest 
and not say the reason why they take leave. There are actually teachers 
who even take leave for wanting to attend an assembly if they think it's an 
important assembly. And again, if you are a public servant you should 
have the right to do that also. 

Question 3 
If the 'do' is for husbands and wives, then I think that the husband of the 
principal should have been there as well. I think that it was probably a little 
bit inappropriate. 

Question 4 
I think that in this case, that was quite appropriate because if you have 
such an important thing which is to be discussed, then this is not the night 
to do it. It is a social night. And if he has to do it, then they can do it too. 

Question 5 
Tricky one. On the one hand I'd think "No, try to stay out of family 
problems", but if the parent is obviously asking for help here and the way 
how the husband disciplines ... see we don't know how the husband 
disciplines. If the way how he does it is physical, then yes, he would have 
to probably address the issue because if it is leaning towards abuse, 
especially if it has been brought to your attention, you would have to 
intervene. So I find it very difficult to say something. I presume here that 
the way the husband does discipline his kids is physical, but I don't know. 
If it is physical, yes, then I think that it is inappropriate of the principal not 
to do anything about it, but if as the principal you think that he does do it 
the 'right' way, then maybe you can refer them to something like Social 
Services, because he can't sort out all the problems of all the parents of 
the whole school. 



182 
Question 6 
'Most inappropriate'. If you are the principal of a school I don't think you 
should be shouting to your other teachers, your colleagues. The other 
teacher probably shouldn't do that either, but then if he has been 
sweeping it under the carpet for so long then I think that this principal 
should take some initiative and do the right thing. If he had sorted it out in 
the first place, then she wouldn't have to come in the first place. 

Question 7 
I think that it is 'most inappropriate that he takes the decision. If it has 
caused so much division between teachers then I think it should be 
discussed in a staff meeting and it should be a mutual agreement or 
should be a show of hands of how people really would like to change. You 
can't just give teachers an extra five minutes or extra. ..I don't know which 
way they want to change it, but whatever way you want to change it, you 
have to talk about it rationally in a staff meeting and not just take a single 
view that you can do whatever you like. I do have strong views and I 
expect from other people to be strong as well, especially in a leadership 
role as a principal. 

Question 8 
The school involves not only teachers but also children, and I really think 
children need to know who their principal is and that that person is the 
boss. Even though with the teachers you are working at a different level, I 
think that for the children, they need to know "This is the principal. That's 
the boss." That's the person who should be out there speaking, not the 
assistant principal. 

Question 9 
I'm sort of a person who believes that you are allowed to say that you are 
angry, or that you're upset, or frustrated, but I must admit that it seems to 
be the idea nowadays - I don't know whether it's just this country or 
whatever - that you're not really allowed to show your true feelings. And 
that really gives a big mix up to a lot of people, these cross signals which 
are not so... I don't think that he has got a right to be angry, or she has got 
a right to be angry, if it only happened once, because everybody makes 
mistakes. But, he should point out that because they made this mistake 
what actually happened, and I would ask them to clean up the mess, 
because they made the mistake in the first place. So, he's angry, yes, I 
can understand that. No, he shouldn't be angry, he should be frustrated. 
But he's concerned about the politics of showing her true feelings.., that I 
think is wrong, because you're allowed to show your true feeling even 
though your true feeling is angry. Angry is not really the kind of feeling he-
she -should be having if it only happened once. If it happened several 
times then I think I would get really frustrated. And I tend to think there's 
always 'plenty more fish in the sea' for a new job. That's a tricky one 
because I don't know whether it happened many times or it only happened 
once, but if you don't do your job right then I think that you shouldn't be in 
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your job in the first place. But I think that this principal is a bit strong if she 
says that she's angry about it, because everybody makes mistakes. And 
why was the mistake made? Were they tired? Did they have too much on 
their plate? She also makes mistakes. 

Question 10 
That's 'most appropriate'. Everybody should have an input, but I would do 
it very quickly and say this was the outcome, or I would just say "This is 
the outcome, would you agree? If not, if you are heavily opposed, then 
please bring it forward", but I would probably share out the minutes of 
what has been decided upon so that they really can move on straight away 
from there without wasting too much time. 

Subject shown list of leadership behaviours and asked to rate them 
on the same 5 point scale as that used for the survey. 
'Collaborative'. That's a very important aspect. I would say 5. If you don't 
work collaboratively you won't get anywhere because you do want to have 
the input of everybody. 

'Hides rather than displays anger'. I have a problem with this 'displaying 
anger'. I would rather call it displaying frustration and I think that you are 
allowed to show frustrations, If I have to say anger, that's 1, that's 'most 
inappropriate' and then you'd better hide from it, but if you could replace it 
with showing frustration then I think it's 'mildly appropriate', number 4, 
because you have to let people know if you're frustrated and you're not 
getting anywhere any more. Otherwise it just ... yes, I've got a problem with 
that, 'displaying anger'. At least not at that level. I can get angry to the kids 
sometimes, but that's a different level I'm talking about. 

'Demonstrates a desire to be seen to lead'. As a principal I think that is 
important. Yes, number 5. I really think that if you're a leader, then you 
have to be a leader, and not one of these ones who hide out all the time. 

'Willing to pitch in and take on routine/menial tasks'. Absolutely. If you 
don't work as one of a team them you can't be a leader. 

'Displays support for, and interest in others'. Number 5. That's very 
important. If you can't do that as a principal, then you can do all of these 
fancy jobs, but if you never get support of whatever you are doing, then 
you sort of feel "Why the heck am I doing it?" 

Other leadership behaviours 
I would like a principal to take a final decision in certain matters and not 
leave it up to a group of teachers to bicker about decisions or by leaving it 
to teachers that we have to sort out the problem, I don't really think that is 
a viable option. I think that as a leader you have to make certain decisions 
and then if you find out that somebody is not happy with that decision 
then, as a leader I think you have to talk to that person (to explain) why a 
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certain decision has been made, not leave it up to that teacher to find out 
later on, and in the meantime this teacher being utterly frustrated because 
in her or his eyes, that wasn't a fair decision at all. [Specific example 
given, but subject requested that it not be included in the transcript]. 
Now what I really like in a principal is that he's got humour. I can't think of 
anything of anything else. 

Were you aware of any differences between the two questionnaires 
that you answered? 
They sort of were the questions that you asked. You know, like thinking 
collaboratively. 

Were you aware of anything else? 
I don't think so. 

Subject informed that there was a switch in the genders of the 
principals in the examples. The first set of examples were all about 
principals of one gender, and the second set were about principals of 
the opposite gender. In the actual trial, half of the people were 
randomly assigned males and half were assigned females. 

Subject asked if they have a preference between working for a male 
and female principal. 
No, not as such, but what really baffles me is that there are so many 
female teachers, and yet if you look at the top it's all males, and I don't 
think that is quite right somehow. I think that females can do as good a job 
as males and I really, yes.. I don't really think this is right in our system at 
the moment. 

Subject asked whether they believe that male and female leaders 
have different styles, and if so, what these differences are. 
I would say I know one male principal from the school where my kids go, 
and we have had two here, and I worked for another one. In general I find 
that female principals are much easier to work with in the respect that they 
regard feelings. And they male principals, they sort of (it's my personal 
perspective) I really feel that sometimes they don't really understand 
certain reasoning. Which has as a result that if you need to have a 
particular day off for a particular reason, which as a female you feel is 
quite justified, I would go to a female Assistant Principal. If it wasn't a 
female Assistant Principal, I probably would take a sickie, even though I 
wasn't sick. I'll put it in an example because I find that easier. When my 
kids arrived back from X, they arrived at 2 o'clock in the morning, and on 
that particular day, rather than going to the principal, and say "Listen I 
really need a day off because I really think I should spend my day with my 
children". I would not trust a male principal enough to understand that sort 
of reasoning, so I went to the Assistant Principal, because I know that as a 
mother, I can approach her, as well as as a teacher. 



185 
I think that's the main thing. As long as it is a strong person -a strong 
personality that dares to stand up. 

Purpose of study explained and comments sought. 
I don't think that as a principal I see a gender difference. I think that 
whether it's a male or female I expect the same behaviour. I expect a 
leadership role that behaves in an appropriate way, not a leadership role 
that says "I waltz in and I take over", but a collaborative work, but still that 
leadership role. I could see a lot of things between a male and a female. 

Behaviours that 'make or break'.. .yes, I think that's quite true. At one stage 
we had a Band 2 who wanted to make decisions thinking that she knew it 
all and that wasn't the case because this person had not attended all the 
unit meetings. A very important decision was made earlier in the year and 
gee, we were really going to stick by that position and then when she 
waltzed in and she made a roster for people and we pointed out that this is 
not the way that we decided we were simply told "This is the way how I 
decided it's to be and there's no discussion about it any more". I think that, 
especially in my eyes where I do have strong feelings about people's 
behaviour, that was not on. But then she talked to me afterwards and said 
that it was not on for me to complain either, so... no-one can win, can you? 
It was very difficult, so yes, if you come in too strong, you have lost it, I 
think. You have to give space for your teachers to input. You shouldn't say 
that you know it all, because, you don't. I think you should refer often to 
other teachers: "How is that done?" "How did you do it in the past?" And 
then you can improve on that, but certainly not disregard the past as 
wrong. I think it's very tricky. I think being a leader is a very difficult thing 
to be. Some people have a character which is too strong. That would be 
me. I'd be absolutely atrocious as a leader. 
Then some people are too weak, and they would be walked all over. In this 
school the only really fantastic person I can think of is Sue. If I think about 
a leader I think about somebody with qualities like her. It is very difficult to 
say in English what I really want to say. It really is what I'm after. You 
have to be very taciful, you have to be very strong, you also have to be 
able to let things... In Holland we would say "step over things", you know, 
disregard them. It's not important. Rather than blow up every little thing, 
because it really gets up your nose. Try to disregard certain behaviours 
because you have to get on with the job and it's not important for the end 
of it all. It's about seeing things as they are. You still would have to 
address it though. I mean, at a classroom level she was able to cope with 
a very difficult child, and even though this child would 'really get up her 
nose', at 3 o'clock, when she went home she could close the door. That 
was it. She would not talk about the frustration she had with this child, 
rather than some of us - we boil. She was never like that. She was always 
able to step over it. Get on with life. I don't know what she said at home, 
but I think she is very level in her emotions and she copes with it very well. 
I think that somebody who has got that sort of quality would be absolutely 
terrific as a principal. 
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The last part of the interview is just to show you some of the 
preliminary results of the study. Basically I would just like your 
comments as to how you actually see them, and also as to whether 
you agree that you were responding to the actual factor that each 
item was meant to be testing or not. 
'Support with the dishes, willing to pitch in' - yes, absolutely. 
Pretending not to be angry over the cleaners leaving the room open, which 
was then vandalised. 'Hides rather than displays anger. Well, like I said, I 
really don't think that anger is an appropriate behaviour, but he should 
have definitely talked about it, and not hiding away. Hide from anger, yes, 
but I just will ignore that question. I find that a difficult question. 
Not ratifying a decision regarding sports until it has been. .yes, it should be 
collaborative, yes, 'most appropriate'. I agree with that one. 
Deciding staff member... I would have said that would be 'most 
appropriate', well, at least appropriate. I agree with the example. I would 
have just been a bit more strong, but I really think it should be there. 
The sister ... that was 'most inappropriate', yes. 
'Making a unilateral decision' - yes I agree with that. 

Subject shown significant results for gender break down 
I don't know. Personally I believe that whether you are male or female, you 
should have the same qualities for a leader. When I filled it out, and I think 
I made a mistake a couple of times in the interview itself that I read "he' 
instead of "she", and I think that the reason why I tend to read "he" instead 
of "she" for a school principal is because we have so many 'hes' around 
instead of 'shes'. So that 'she' doesn't even come up in my mind, so 
therefore it doesn't make a difference to me. I find it quite amazing that 
people think differently about it - that males are allowed to do that and 
females are not allowed to do it, because to me it doesn't make the 
difference at all. 
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INTERVIEW TRANSCRIPT 

Subject D - Debra 

Question I 
I would consider it to be 'most inappropriate'. On the scale I would say 1. 
My reason for this is that immediately, a new principal coming into a 
situation and taking this stance would shake the organisation and the 
culture that's already operating there amongst most of them. This in turn 
would really upset the balance, causing many problems. 

Question 2 
I would rate his attitude as being 'mildly inappropriate'. I would say that the 
teacher in question should have thought of this some time ago, she 
probably had some time to think about this and should have contacted the 
AP or principal prior to this and given them some sort of warning, 
particularly in the first week. Once again though, the principal's reaction 
isn't really human resource based and probably a bit more care should 
have been taken with the situation because it would start the year off quite 
badly. 

Question 3 
I would look at 'most appropriate', the fact that the wife had a bridge 
meeting is quite separate to the fact that the principal has a position in the 
school and.. etcetera. 

Question 4 
The parent's expectation, I think is 'mildly appropriate'. The principal 
should be seen to integrate within the rest of the staff and the community 
that he represents as such, shouldn't put him or herself up on a throne. 

Question 5 
I'd look at it being 'mildly inappropriate', number 2. The child's welfare and 
the family welfare has a lot to do with the school in the long run, and 
intervention, early intervention can prevent a lot of problems later on. 
Intervention as in some form of counseling that the parents can go to and 
some suggestions would probably help. 

Question 6 
Question 5 is 'most inappropriate', number 1. The principal is seen as a 
leader of the organisation as such. Should be able to evaluate situations 
and act appropriately, looking at sorting out any problems in a calm 
manner. Certainly shouting is out of the question. 

Question 7 
Question 6, I think 'most inappropriate'. As far as problem solving 
strategies are concerned there's been no sort of counseling of the staff, 
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and making a decision on behalf of all the staff in an authoritative manner 
is going to set a grim scene for the year. People aren't going to be able to 
approach the principal and certainly are going to cause a lot of problems 
during the year. It's distancing him or herself from the staff. 

Question 8 
An attitude I would consider 'mildly inappropriate'. I think the principal has 
delegated the task and through the delegation there should have been 
some sort of communication as to the principal's role and the role of the 
school in the agenda as a whole, rather than lumping it onto someone and 
letting them run with it. So really the principal has shown that they don't 
really want to be involved with it. 

Question 9 
'Mildly appropriate, the cleaners do have responsibility and must be 
reminded. 'Having a go' is not necessary, however in a sit down 
discussion I'm sure the cleaners and the principal would come to some 
sort of amicable end result in regards to their responsibilities. 

Question 10 
Reflection 9, 'most appropriate', I think this is good communication 
practice, to look at the majority rather than a minority making agreement 
for the majority, due to unforseen or unfortunate circumstances. 

Subject shown list of leadership behaviours and asked to rate them 
on the same 5 point scale as that used for the survey. 
'Collaborative' I would rate at 5, being 'most appropriate', which is what 
you're after, a scale on that. So collaborative I consider to be 'most 
appropriate'. However it depends on who the leader is and the 
organisation that they're walking into. All organisations are different, some 
organisations really prefer that the leader acts alone and just leads them, 
whereas some organisations believe that they should be quite involved in 
the decision-making processes etcetera etcetera, and workers in a 
collaborative format, so it really depends. 

As with number 2, 'hides rather than displays anger', I think there are a lot 
of problems in displaying anger, on the other hand there's a lot of 
problems in hiding anger, and staff than really...., you're not really being 
fair to people in the organisations. So I'll probably rate that as 'neither', 
being a 3, because once again it depends on the people, and depends on 
the leader and how they're able to display that anger in a beneficial way or 
in an aggressive way, etcetera. 

'Demonstrates a desire to be seen to lead'. Probably 'mildly inappropriate 
in many organisations. Once again it depends on the cultures operating in 
that organisation. 'Demonstrates a desire to be seen...' is a very political 
way I would say, where you've got a figurehead who would like to take a 
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lot of the thank yous and whatnot for work done having put very little effort 
into it, to go in a roundabout way, delegating a lot of jobs and leadership 
tasks to people, but taking a lot of credit for it, so that politically it looks 
very good for the leader him or herself; rather than a leader who works 
collaboratively and is quite keen to promote an environment where there 
are leaders and it is delegated, and the leaders are given credit where 
credit's due. 

'Willing to pitch in and take on routine and menial tasks' at all times is 
'most appropriate for any leader, number 5, and that is quite beside the 
type of organisation that person is operating within. I think it's very 
important that the leader is very visual pretty well 99% of the time, and is 
very involved in what the organisation is doing. I think that means a lot to 
the people in the organisation, and the people to whom the organisation is 
working for. 

'Displays personal support for, and interest in others'. That's 'most 
appropriate', number 5, in a school organisation, because it is a human 
based organisation. Therefore I think that it's very high up on the agenda 
that the leader, the school principal, shows support in the staff and the 
community and the parents and the students as a whole. That is the most 
important priority. 

Other leadership behaviours 
There's a lot of 'displaying personal support for and interest in others'. It 
covers a multitude of sins and if you're looking at other and you would look 
at a principal as in supporting teachers - their professional development 
and things like that, I think that would all be in that category. 

Were you aware of any differences between the two questionnaires 
that you answered? 
No. I can't remember the first one! 

Subject informed that there was a switch in the genders of the 
principals in the examples. The first set of examples were all about 
principals of one gender, and the second set were about principals of 
the opposite gender. In the actual trial, half of the people were 
randomly assigned males and half were assigned females. 

Subject asked if they have a preference between working for a male 
and female principal. 
No 

Subject asked whether they believe that male and female leaders 
have different styles, and if so, what these differences are. 
Different ones. From my limited experience I feel that it is rare to find a 
male who is very human oriented, and focuses in on the human needs of 
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an organisation. I think women demonstrate an extra skill in that area, and 
home in on the emotional needs and wants within an organisation. That is 
probably the most significant difference between the genders. 
Purpose of study explained and comments sought. 
On the female and the male leadership, looking at the strengths and 
weaknesses, I think people do perceive the two as being very different. 
When they walk into an organisation and see a female the expectations 
are quite different to seeing a male in the same position, and I think you 
can probably take that right back to the table as being the head of the 
family unit etc, etc. The expectations of a female are quite higher and I 
think they have to work doubly hard to really prove to the organisation that 
they're operating in that they really should be in that position - and I don't 
think it's something that they succeed at easily, I think that it's an ongoing 
process, it just keeps going. Whereas a male moves into an organisation 
(and this is a generalisation), establishes himself relatively easily. He may 
be liked or disliked, but he's accepted either way. Whereas a woman in an 
organisation if she is disliked immensely, or if something goes wrong, 
actions will occur quite quickly and people will move on. 

The last part of the interview is just to show you some of the 
preliminary results of the study. Basically I would just like your 
comments as to how you actually see them, and also as to whether 
you agree that you were responding to the actual factor that each 
item was meant to be testing or not. 
No surprises. Probably with 'not ratifying a decision re sports day' as a 
'most appropriate', and also with 'pretending not to be angry. I was 
surprised that there was more 'most appropriate' in that people would see 
the principal as going for pretending not to be angry, rather than going for 
a more 'hands on' approach and protecting his school (or her school). 
That's surprising. 

Re: matching cntena with behaviours 
This one here to program time.. .'demonstrating desire to be seen to lead'. I 
felt that was a little ambiguous there. That's the only one. 

Subject shown significant results for gender break down 
No, I am not surprised, mainly because I think a male is not going to be as 
assertive with a male principal, whereas a female will challenge - or has 
developed lately the skills to really question due to their emotive skills 
coming in. No, that's not surprising. 
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INTERVIEW TRANSCRIPT 

Subject E - Erica 

Question I 
And I have a very great expectation of principals, as being somebody who 
leads from behind, and I guess this chairperson, I find staff meetings to be 
such a challenge that I like the idea of everybody having a turn because I 
feel we all come with a personal expertise and I can still respect my 
principal even if she is sitting in a chair and somebody else is.. and not 
chairing the meeting. I believe that the principal, while she has her 
expertise and while she is the person who has to answer for her staff, I still 
believe it has to be a co-operative thing. 

Question 2 
Doesn't/kind of... hit me personally 
I'm looking at our principal who is so sympathetic to people's personal 
needs and because of my marriage breakdown, because there are days 
when I am so emotionally stressed, I feel very much that I need a principal 
to be sympathetic and even if I'm telling a stack of lies she still says "OK, 
obviously you're not able to teach next week, take a week off." I think 
principals need to be human beings. 

Question 3 
I think we're living in an age where husbands and wives don't.. I mean, if 
that was an etiquette in days gone by I'm not sure that husbands need to 
be in places, I think we're all such busy people now that I really have no 
trouble with a husband going to something else... if that's his thing. I mean, 
better that he goes to a function of his choice than to sit there with gritted 
teeth and they have an argument later on about "You forced me to come". 
I mean, we're talking about relationships that tend to get fairly fragile. I 
don't really have a problem with it. 

Question 4 
Well, it would have been nice if the principal had picked up a teatowel 
herself, but, I'm not sure that it is an expectation. I think that is quite rude 
in the way that was handled. I like to pay the respect to my principal that 
she is a busy person and plans to work around the staff room and at 
functions because... It is probably true while we all do our bit and she 
could have picked up the teatowel, but if she didn't I'm not sure.. I think 
that it's quite rude to expect it of her. 

Question 5 
I think the principal is right. Once principals start interfering with people's 
private lives, when we all have such different ideas now... Perhaps her 
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manner could have been a little bit more caring and saying "Look, do you 
want to talk to somebody else?" I know our assistant principal has done a 
counseling course and says that her office door is open anytime, and I 
mean, our principal would have just said " Well look, why don't you go and 
see her, go and have a chat with her. I'll take your class, while you sort 
this one out", or... and then get referred further. I think it's attitude rather 
than rightness or wrongness. There's probably a different way that she 
could have handled it without the principal actually becoming involved. 

Question 6 
Yeah, I've been in arguments like that, they achieve absolutely nothing 
except for making one person the victor and one person the victim. Anger 
is a really big issue. I know this week (last week of school year) our 
principal and assistant principal have just suggested that teachers 
recognise that we are all fragile and that we all just be very careful. Some 
of us are busy trying to get, you know, things done and I don't know that 
anger makes me feel a heap better. And that just became confrontational, 
that one, and to say "I guess it finally had to happen". Did it finally have to 
happen? I guess one person always has to back out of something like that. 
I'm again comparing to my personal situation, but my principal and 
assistant principal are such different people yet they completely support 
each other. One will see a need and meet it before it becomes a head-on 
collision. I just find that that is what I expect of principals and assistant 
principals; that they have the qualities that avoid head-on collisions like 
this one. 

Question 7 
I disagree with that. I think we need to be collaborative about a lot of 
issues and that one looks like a fairly important one. And you know when it 
says that "mind you there are still rumblings", those rumblings can become 
absolutely volcanic explosions, and I think I would feel very uncomfortable 
in this school. I know that with the recent union issues, the rumblings that 
have gone on and the division and you no longer feel comfortable in any 
situation with certain staff members. But again, we have to respect that a 
principal does have the right to make decisions, and... I might run away 
from that one. I would wish that it had been a collaborative one so that in 
the final thing," Well, there were 20 votes against 25. I'm sorry you didn't 
get your way but you have to agree that it was a collaborative decision." I 
think that would have been much better. 

Question 8 
End of year concert, oh yuk. 
I think the principal's got a problem, that she really isn't getting the 
recognition that she feels she deserves. OK, so sure, I think the principal 
does need to be recognised in a school concert, but I think it's fantastic 
that the school would run it so that, you know, the children are compering 
it and everything. I thinking of my own concert. I think that would have 
been far better. I love the idea. But, again, you know, does the school 
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respect the principal? And I think respect has to be earnt, and if the 
principal is respected she will automatically be included in the program, 
unless her speeches are so long and tedious that people think" Oh, for 
heaven's sake, can't put that one in!" 

Question 9 
"Guess I'll just have to play the calm..." She's not quite sure whether 
that's.. her first reaction was to have a go at them. I wonder if the principal 
needs some sort of.. or to do a course in managemental , or you know, in 
dealing with people - some sort of co-operative strategies or something. 
But she's got two thoices: have a go at them and lose them or, suggest 
that... you know, I mean "Anybody... I'm capable of leaving my own door 
unlocked and it's just unfortunate the room got trashed". 
Rate her response to the situation? I'm not sure what I would advise her to 
do, but I would think that if she wants to remain principal of the school she 
needs to stay calm and look at it from both perspectives and recognise 
that cleaners are just as human as she is. School principals aren't allowed 
to show their true feelings. 

Question 10 
In fact I think that's wonderful, if she recognises, like our principal 
sometimes says "Well, we won't have a staff meeting today, there's too 
many disruptions, or so-and-so's away and let's just leave it". I think that's 
brilliant. It seems like she's learning, but it is important, if you're going to 
make a change you've got to at least give everybody the right to say 
something and to voice their opinions. I think it's great. 

Subject shown list of leadership behaviours and asked to rate them 
on the same 5 point scale as that used for the survey. 
Ok, 'collaborative' I would see as 'most appropriate'. 
I think anger needs to be displayed, but it needs to be kept in a 
perspective. Like what is anger? An outburst. I mean, can you be angry 
without exploding? I mean, I can see X get angry, but in a gentle way. 
She'll either withdraw herself, and get it back together in her office, or 
she'll say "Well no look, I don't like that" and you know she's angry, but 
she's not actually yelling at you and she's not putting you down either so I 
would say that's ... no, I wouldn't want X to hide her anger. So.. .'mildly 
inappropriate'. 
'Demonstrates a desire to be seen to lead'. A desire, see that to me seems 

there seems to be an ego thing in that. 'Demonstrates a ...'  I mean that 
is her position, that is her work. She has gained that position, but if it's 
coming from some sort of, you know, feeling of "Well, I need to be seen 
to be a leader".. .'Demonstrates a desire to be seen...' so, 'neither' to that. 
No, I see the 'desire' as being the incorrect word.. .'mildly appropriate, It is 
appropriate that she leads, but if it's coming from some sort of complex 
that she likes leadership for the sake of leadership I don't know. She does 
need to be in control of her school for sure, because she does have to 
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answer for it. 

'Willing to pitch in and take on.. 'Yes. Love it. Yeah, it shows that, 
because in pitching in you're conversing with the 'commoner; the staff 
members, and I think that's important because if you're always in your 
office doing those really important things, I think that's really appropriate. 
'Most appropriate'. 

'Displays personal support for and interest in others'. That is social, 
especially when you've got a diverse staff, now that's really 'most 
appropriate'. So that she can come to you and say "Look, I know you're 
disappointed about this, but you know, for these reasons." My placement 
for next year and I just sort of thought" Oh I thought I was getting such 
and such" and she understands that, but, for her very many reasons she 
said "I couldn't give you this class because you'd be getting your same 
children again, and so she knew that it mattered to me and she cared 
enough to tell me. 

Other leadership behaviours 
You know what, I wish principals would sometimes say to their teachers 
"Gee that's a good job. Gee I love what you just.." or" You know so and so 
in your class, he really is...". And they just either haven't got the time, or 
by doing that they might be seeming to ignore another staff member, but, 
yeah. It comes into the 'personal support for', but I guess I would just like a 
principal to just come up and say "Look, that unit of work you did on the 
building, it's really fantastic. You know I really loved it." 
I'm not sure what other leadership behaviours... I have a good leader at 
my school and I guess I'm trying to think of what... She's a hard worker. 
She's tireless. Her computer skills are brilliant. There isn't anything that 
you can't go and ask her that she doesn't know and I guess that's.. they're 
things that I see as important, but especially so for me having come in 
from the pre-school, and being the first year so I knew that I could go to 
my principal for anything and she's say "Look, you'll find it over there" or, 
"Here's my keys go and get that". So, yeah. 

Subject informed that there was a switch in genders of the principals 
in the examples. The first set of examples were all about principals of 
one gender, and the second set were about principals of the opposite 
gender. In the actual trial, half of the people were randomly assigned 
males and half were assigned females. 

Subject asked if they have a preference between working for a male 
or female principal. 
I've worked under males, and, look, it may be personal bias but I find them 
more ... they have more .... control, power, authority and I've sort of put 
them on a pedestal "The Principal knows everything". But now, having 
worked for a female principal, she can relate to me as a female, and I feel 
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very comfortable with that too. I can't say which I prefer, I think they each 
have very special qualities and I think it's nice to have a variety. 

Subject asked whether they believe that male and female leaders 
have different styles, and if so, what the differences are. 
Well I guess I'm looking around Darwin at different principals, if I were to 
look at a person like (name Y) who - I mean, I don't know her and this is 
just between you and me of course - had a lot less feminine qualities and 
therefore she could... She came across so heavy and so powerful and so 
strong and sometimes so fierce that, in a female you could actually get 
male qualities. But I do think that in people like Z, that they do have 
different qualities. But I felt more secure with a male for some reason, and 
I don't know whether that's females always needing males, whether that's 
just the way God made us. I don't know. 
Men are more businesslike, brusque, more.. their administration skills I 
think have a . . .they seem to like, when I look at a person like (A), he knew 
everybody in the office, he knew exactly who to phone for what need. He 
knew the documents extremely well. 
Female principals maybe, I don't know, generally speaking, but I can't say 
that with my own principal at the moment, are a little bit more muddley, a 
little bit.... not less, yeah maybe less organised, or they don't know as 
much about the greater agenda of the education system. I don't know 
whether that's a fair comment but it's just my own experience here in 
Darwin, and I've worked for quite a few principals. 

Purpose of study explained and comments sought. 
I am a Christian too, and I have very strong - not religious - but a very 
strong belief that male is male and female must be female and that I've 
always believed in submission of women to men. And yet I have found it 
extremely difficult. Now that my own marriage has broken down, where I 
have to be both male and female. I have to make decisions that A used to 
make and things like that. I'm finding that I'm changing all of that, so I can't 
really say that today's comments will be next year's comments. I'm not 
sure, but I have this glorious image of a man being all competent, all 
encompassing, all capable, but in actual fact in my own marriage, A, whilst 
I put him there on a pedestal, he really wasn't there at all. It's... I've always 
felt secure with a male and I still sometimes - the real fear of being alone... 
When A said he was leaving I just thought "Help, I can't cope". You realise 
that two years later you have coped, and coped extremely well. That's why 
I would think that a male principal would handle things. Plus the fact that 
men are seen to be far.. I mean they don't get emotionally upset about 
things, they just keep on going. They don't . ..I mean some of these were 
emotive issues - the anger and that, and men seem to be able to keep 
their anger ... they seem to be more level in their emotions and so sudden 
explosions may not be as peculiar to men as they are to women. I don't 
know, maybe it's something to do with menstruation. 

The last part of the interview is just to show you some of the 
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preliminary results of the study. Basically I would just like your 
comments as to how you actually see them, and also as to whether 
you agree that you were responding to the actual factor that each 
item was meant to be testing or not. 
Yes, I think the dishes - I really think it's great to see a principal doing that. 
'Pretending not to be angry'. I think that was the one that I was so... I think 
pretense will only lead to further trouble. If she says "Well look, it's not 
important enough to get angry", but pretending, I've learnt that it comes 
back later in another form. You shouldn't hide things. Anyway, it is 
appropriate that she doesn't lose her cleaners just over an issue which 
she's perfectly capable of having done herself. 
'Not ratifying a decision about sports day'. Yes. 
'Directing staff member to program time for principal'. Yes. I guess so. It 
would be nice if it had come from the staff rather than her having to direct 
somebody, but yes, it is appropriate that the principal is to be seen and 
heard at a concert. 
'Support to parent through family problems'. Well, support is one thing, 
interfering is another thing. Yes, so long as she knows how to handle it 
and pass it on, but she shouldn't have to sit there in her office and listen to 
it a whole lot because I don't think that's a principal's position. 
'Taking over chairing meetings'. Yes, I think it's 'most inappropriate. I know 
in our school for staff meetings we take it in turns. 
'Leave not granted'. I think that is 'most inappropriate - most heartless. 
'Yelling at staff member'. Yes 
'Unilateral decision' - exactly. Yes. 
I still have a huge problem with that 'hiding rather than displaying anger. I 
think handling the anger in a way'that shows you're angry, but shows that 
it isn't going to rob you of your personal peace. I find that when you put 
Band-Aids over things, the rotteness still festers and it comes out later on. 
But that's a real. .that's another issue. 

Subject shown significant results for gender break down 
I wonder why men are allowed to yell and women aren't? Yelling is ugly, 
but so is a man, so why would.... I think I'd have to agree. Men do seem to 
be allowed to do it more so than women. A woman yelling, especially a 
principal yelling in her office would be... 
'Making a unilateral decision', why would that be male or female.., it 
shouldn't be different. The principal is the person in charge of the school, 
be he, she, male, female. What is the difference? Oh, look at N (male 
principal), 0 (male principal), P(male principal). Yes, they get it off their 
chests. I guess women.., oh, I don't know. 'Pretending not to be angry over 
cleaners leaving the room unlocked'. 'Hide rather than display anger. I 
really don't have an answer for it, so I don't really know why I would be 
surprised why people would choose one over the other. 
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INTERVIEW TRANSCRIPT 

Subject F - Fred 

Question I 
It was inappropriate. To me - it's just a personal thing I guess, but I always 
like, when I come to a new situation, to learn about it first before you start 
doing things, because you need to know what the situation is. The other 
thing I disagree on is also, that a major role in leadership to me is 
supporting staff and if you start making decisions that are there just to 
demonstrate how autocratic you are, it doesn't really support the idea of 
being their to help staff and guide them through the job. I don't have a 
disagreement with staff taking turns at sharing meetings either, for that 
purpose. 

Question 2 
Purely on the basis of the conditions for special leave, that normally 
wouldn't warrant special leave unless Miss Smith resides with her sister. 
However, generally I'd cover that by asking Miss Smith to fill in a sick 
leave form, on the grounds that she wasn't able to perform her duties. I'd 
still want to see just how important it was to Miss Smith. If Miss Smith cam 
to me and her sister had just come out of the hospital and she wanted to 
be with her for the day, then I'd reconsider. But if it was' as described. 
quite an important matter to her, she's obviously very distressed about it 
and I'd certainly feel quite confident about advising her to put in. I'd see 
the decision here by the principal here as quite inappropriate on the 
grounds that it doesn't consider the long term issue of supporting the staff 
so they're able to do their job. 

Question 3 
I think it is appropriate on the grounds that the husband or wife shouldn't 
be tied up with the spouse's life. The two things are separate and you 
need to be able to keep them separate so you'll survive things. 

Question 4 
That's fine. I don't see why anybody should be excused to do the jobs that 
aren't specifically delegated to one person. But, having said that, it 
depends on how the parent presented the task to the principal. It does say 
here that "...she thrust it... .etc" now that could have been said with quite a 
bit of a rude manner, so you couldn't blame the principal from being a bit 
sore. Those deeper issues are far more important normally than the 
surface issue. 

Question 5 
The attitude is inappropriate. To me part of the job is to listen, if not 
counsel parents, and there's ways of doing it inappropriately and ways of 
doing it more appropriately, you can start and assist in the issues between 
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the husband and wife by talking about the issues from a school 
perspective. 

Question 6 
I would rate that as inappropriate. However, we all lose our cool from time 
to time, so I don't really see it as a major thing. You just have to go back 
and patch that up. In any decision where you're responsible for other staff, 
you've really got to control your emotions, and not let your emotions run 
the show. I think that applies, but to a somewhat lesser extent to both. 
They're both really wrong, but the principal is the one who is responsible 
for the whole of the staff, so the principal is more in the wrong, really. The 
issue of who agreed and who didn't agree to me is a logistical issue, so it 
should, if there's a question about whether... 

Question 7 
This is the same issue (as above), that the principal made a decision on 
her own and informed staff as to what would happen. I agree not every 
decision needs to be a collaborative one, but I would have tended, if you 
wanted to make a unilateral decision, just say to staff"well, this is the 
decision, what's going to happen" where I would have preferred getting the 
whole group and then discussing the pros and cons and then making the 
decision that way. This way I'd still prefer to say "This is the decision I've 
made and these are the reasons, because it just raises the issue up to the 
school level rather than each person's personal space and benefits... 

Question 8 
The principal gave the responsibility to Miss Jones and then wasn't happy 
with the way Miss Jones organised the program. To me she should have 
asked (for the time for the speech) in the first place. She gave the job to 
Miss Jones and said well that's yours. But I would have said that's 
inappropriate, depending on just how set in stone the program was at the 
end, and how it was presented. If I'd done that, I would have gone back to 
Miss Jones and then said "Look, I'm sorry, I didn't think of this at the time - 
things were rushed and whatever. Is there time to slot in?" So, it all 
depends on how it's done. 

Question 9 
I'd say that's very appropriate. Maybe if the cleaner repeatedly does the 
wrong thing then you need to review the cleaner's performance and 
consider where you go from there. This question doesn't indicate that 
they've been a number of other difficulties with that cleaner. It's a one off 
mistake on the cleaner's part so it did result in kids trashing the classroom. 
Whether the kids did or didn't trash the room, isn't necessarily linked with 
the door being unlocked. The more difficult situation is trying to get the 
cleaner to do the right thing when the rooms aren't trashed. Then it's well 
why are you so upset? so I'd say it's quite appropriate, mainly on the 
grounds that he needs to concentrate on the outcome. 
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Question 10 
Sports day event, everyone's involved, and everyone ought.... 

Subject shown list of leadership behaviours and asked to rate them 
on the same 5 point scale as that used for the survey. 
I tend not to agree with this on the grounds that I don't agree with 
characteristics of leadership as determining success as a leader. Just 
taking things like collaborative, somebody else might be a collaborative 
leader and be really quite directive in a way. To me one is the repertoire of 
all of the tools that you have available to you, and the second thing is your 
own personality. Nobody can just. .like cooking ... you'll use those things in 
different ways. Some of those things you're particularly good at, and other 
things you're not particularly good at. Such as, some people are more 
introverted, some are more extroverted.... You'll sort and conflicts and 
things using the repertoire of skills and things that you have and the 
repertoire of . . . Put them all together to get the right outcome. A major 
problem with leadership theories is that they do that; they just don't... 

The 5 leadership behaviours. Collaborative I think is a funny one. It 
depends on the type of workplace. If it's an assembly line or something 
like that, it perhaps doesn't apply as much as in a school, but in a school 
generally you want people to own what they're doing and competent 
people, as opposed to assembly line or everybody has about the same 
amount of information or knowledge to input. So, most appropriate, but 
you need to consider those other issues. 

Hides rather than displays anger. I would just reword that to moderates 
anger, and presents it in a certain way. I don't think you should hide it. I 
think if you're angry with something that somebody did you should express 
your concern using the anger. To me, if I had a beef with you, I'd try to say 
"Look, it's not good for the school" 

Demonstrates a desire to be seen to lead. The right thing in a school 
situation would be not to have anything like that. It's more of a team thing 
and it's an on-going thing. You're not fighting a baffle a day after day 
doing the same thing - that's providing a service. But, having said that, the 
more you won't set vision, the harder it is to listen to other people and to 
modify things. 

Pitching in and taking on routine/menial tasks at times. Yes. 
What I'm arguing is the whole point to school leadership anyway. Is that 
the ideal is that everybody shows personal support for and interest in 
others. Yeah, definitely. To me, I like a team, rolling along, doing what 
they can do, because they support people as individuals, so it does... I'm 
not knocking the school set up anything, but when you take account of 
Occupational Health and Safety ... too busy, so busy, that it's hard to 
have.. .that really is to me, the direction, the vision. 
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Other leadership behaviours 
To me you've got to have a fair bit of knowledge of what schools are 
about, so if you've got a bit of an issue then you can make a decision. If 
you can't make a decision, then it's probably not the job for you. You do 
often need to consider a decision that could have repercussions. Within 
that kind of hypothesis, listening and picking up ideas and putting it 
together. 

Interview terminated at this point due to time constraints 



APPENDIX 9 

RESULTS OF t-TESTS 

TOTAL GROUP OF PARTICIPANTS 

t-test for Question I 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 27 2.3333 1.881 0.362 

Group 2 26 2.4231 1.554 0.305 

F Value 2-Tail 1-Tail 
Probability Probability 

1.47 0.342 0.171 

t-test for Question 2 

Group 1 - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 27 1.4815 0.753 0.145 

Group 2 26 1.6538 0.629 0.123 

F Value 2-Tail 1-Tail 
Probability Probability 

1.43 0.371 0.1855 
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t-test for Question 3 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 27 3.5556 1.396 0.269 

Group 2 26 3.3462 1.198 0.235 

F Value 2-Tail 1-Tail 
Probability Probability 

1.36 0.448 0.224 

t-test for Question 4 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 27 3.2593 1.583 0.305 

Group 2 26 3.6923 1.192 0.234 

F Value 2-Tail 1-Tail 
Probability Probability 

1.76 0.160 0.080 



t-test for Question 5 

Group I - Male Principal 

Noof 
cases 

Group 1 27 
Group 2 26 

F Value 

1.10 

t-test for Question 6 

Group I - Male Principal 

Group 2 - Female Principal 

Mean Standard Standard 
Deviation Error 

3.3333 1.330 0.256 
3.6154 1.267 0.249 

2-Tail 1-Tail 
Probability Probability 

0.811 ( 0.4055 

Group 2 - Female Principal 
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No of Mean Standard Standard 
cases Deviation Error 

Group 1 27 

Group 2 26 

F Value 
Probability Probability 

2.74 0.014 0.007 

1.7037 1.103 0.212 

1.2692 0.667 0.131 

2-Tail 1-Tail 



t-test for Question 7 

Group I - Male Principal 

2.14 

t-test for Question 8 

Group 1 - Male Principal 

1.12 

Group 2 - Female Principal 

Mean Standard Standard 
Deviation Error 

2.4444 1.577 0.304 
1.7308 1.079 0.212 

2-Tail 1-Tail 
Probability Probability 

0.062 0.031 

Group 2 - Female Principal 

Mean Standard Standard 
Deviation Error 

3.8889 1.251 0.241 

3.6500 1.182 0.264 

2-Tail 1-Tail 
Probability Probability 

0.812 ( 0.406 
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No of 
cases 

Group 1 27 
Group 2 26 

F Value 

No of 
cases 

Group 1 27 

Group 2 26 

F Value 
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t-test for Question 9 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 27 3.7778 1.423 0.274 
Group 2 26 4.3077 0.884 0.173 

F Value 2-Tail 1-Tail 
Probability Probability 

2.59 0.020 ( 0.010 

t-test for Question 10 

Group 1 - Male Principal Group 2 - Female Principal 

Noof 
cases 

Group 1 27 
Group 2 26 

F Value 

1.27 

Mean Standard Standard 
Deviation Error 

4.6296 0.839 0.161 
4.6500 0.745 0.167 

2-Tail 1-Tail 
Probability Probability 

0.601 0.3005 



RESULTS OF t-TESTS 

TOTAL GROUP OF FEMALE PARTICIPANTS 

t-test for Question I - Female Participants 

Group 1 - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 2.3616 2.140 0.491 

Group 2 24 2.3333 1.523 0.311 

F Value 2-Tail 1-Tail 
Probability Probability 

1.97 0.125 0.0625 

t-test for Question 2 - Female Participants 

Group 1 - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 1.4211 0.769 0.176 
Group 2 24 1.6250 0.647 0.132 

F Value 2-Tail 1-Tail 
Probability Probability 

1.41 0.432 0.216 



t-test for Question 3 - Female Participants 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 3.6842 1.293 0.297 
Group 2 24 3.2917 1.197 0.244 

F Value 2-Tail 1-Tail 
Probability Probability 

1.17 0.717 f 
0.3585 

t-test for Question 4 - Female Participants 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 3.0526 1.615 0.371 
Group 2 24 3.7083 1.160 0.237 

F Value 2-Tail 1-Tail 
Probability Probability 

1.94 0.135 0.0675 
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t-test for Question 5 - Female Participants 

Group 1 - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 3.5263 1.264 0.290 
Group 2 24 3.6667 1.167 0.238 

F Value 2-Tail 1-Tail 
Probability Probability 

1.17 0.710 
0.355 

t-test for Question 6 - Female Participants 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 1.5263 0.964 0.221 
Group 2 24 1.2500 0.676 0.138 

F Value 2-Tail 1-Tail 
Probability Probability 

2.04 0.109 
0.0545 
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t-test for Question 7 - Female Participants 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 2.1053 1.410 0.323 

Group 2 24 1.7083 1.083 0.221 

F Value 2-Tail 1-Tail 
Probability Probability 

1.70 0.231 0.1155 1 
t-test for Question 8 - Female Participants 

Group 1 - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 3.7895 1.316 0.302 

Group2 18 3.6111 1.195 0.282 

F Value 2-Tail 1-Tail 
Probability Probability 

1.21 0.696 0.348 
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t-test for Question 9 - Female Participants 

Group I - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 3.6316 1.571 0.360 
Group 2 24 4.3333 0.917 0.187 

F Value 2-Tail 1-Tail 
Probability Probability 

2.94 0.016 
0.008 

t-test for Question 10 - Female Participants 

Group 1 - Male Principal Group 2 - Female Principal 

No of Mean Standard Standard 
cases Deviation Error 

Group 1 19 4.7368 0.733 0.168 
Group2 18 4.6111 0.778 0.183 

F Value 2-Tail 1-Tail 
Probability Probability 

1.12 0.806 
0.403 
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APPENDIX 10 

INTERVIEW FORMAT 

Activity 1. Original questionnaire given orally, with reversed gender. 
Interviewees asked to give reasons for ratings. 

Activity 2. Interviewees asked to rate the importance of leadership 
behaviours, both negative and positive. Asked to add other 
behaviours which they believed were important (if desired). 

Activity 3. Oral questions: 

Do you have a preference between working for a male or 
female principal? Why/why not? 

Do you think and male and female principals demonstrate 
the same leadership styles? If no, what are the 
differences? 

Activity 4. Explanation of reasons behind the study: 

to determine whether certain behaviours are likely to 
either 'make' or 'break' a leader 

to determine whether these behavioural expectations are 
identical in respect to both male and female principals. 

Comments sought 

Activity 5. Preliminary results of study shown to participant and 
comments sought, particularly in light of their own responses 
to each survey. 
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