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Abstract

The paper deals with the relation between ma-
nifestation of leadership in comprehensive schools
and effective school management. For the purpose
scientific literature and documents on leadership in
educational organisations and effective management
were studied as well as the manifestation of leaders-
hip among school managers; Attributes of an effecti-
ve organisation were identified and an impact of lea-
dership on effective school management was studied.
The sample of the study was formed from teachers,
assistant managers and managers of comprehensive
schools and gymnasiums of Siauliai town (N = 214).

Analysis of the study revealed that effective
school management is inseparable from the charac-
teristics of the school manager as of a resonant, em-
ployee-oriented and transformational leader: 1) there
is a strong statistically meaningful relation between
resonant leadership and an innovative, goal-seeking
collegial school; 2) a medium statistically meaning-
ful relation was noticed between resonant leaders and
an open school; between the employee-oriented lea-
der and am innovative, open, goal-oriented, collegial
school; between the characteristics of the transforma-
tional leader and an open, goal-oriented, collegial
school.

Key words: leadership, manifestation of lea-
dership, effective management, management style.

Introduction

Relevance and problem of the study. Restora-
tion of independence and later structural, political,
socio-economic changes in Lithuania gave new pos-
sibilities for organisations to work in the market eco-
nomy conditions. Growing competition forces to se-
arch for new ways how to increase the effectiveness
of work. Competitive advantage in the current age
of technology is generally conditioned by human re-
sources, i.e. employees, of the organisation. They are
always required to do high quality work and to disco-
ver new methods of production and service. In such
cases good management knowledge is insufficient:
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there is an increasing need for leadership. Need for
leadership in modern organisations is not restricted to
a higher level organisation management. It is noticed
that real leadership is needed even at the lowest ma-
nagerial levels or even among technical employees
(Ruskus, Zurauskaité, 2004).

Educational leadership is a constant and conti-
nuous consistent teaching and learning, a strong desi-
re to seek for long-term achievements, a stimulus to
realize innovative ideas, create and act together. It is
an effort of the whole educational community not just
of a single school to raise and educate young people
by developing their skills and ability to adapt to chan-
ging environment (“Lyderiy laikas”, 2007, 5 p.).

The phenomenon of leadership, just like many
other social phenomena, is complex and hardly mea-
surable. Various foreign scientists systematically and
thoroughly study the phenomenon of leadership (Boy-
atzis, 2006; Mckee, 2006; Fink; 2006;. Gupta, 2004;
Robbins, 2003; Ellison, 2006 and others). Lithuanian
scientists started studies of the phenomenon in the
last decade of 20" century. The first works were pre-
pared by R. Razauskas (1997), F. S. Butkus (1996), P.
Juceviiené (1996), R. Juceviius (1996), R. Zelvys
(2001), D. Zvirdauskas (2006).

Many scientists have studied various leaders-
hip theories and attempted to list the most important
personal characteristics of leaders. However, it is still
unclear, which leadership theory is the most effective
in a particular situation, which personal characteris-
tics of the leader should be the most important when
he is employing one or another leadership theory.

Both world literature and Lithuanian scientific
research space is missing studies on the connections
between leadership characteristics of organisational
managers and the effective organisation. The general
trend in scientific literature is to study the personal
characteristics of managers-leaders.

Subject of the study; leadership as a prerequi-
site of effective management in an educational orga-
nisation.

Objective of the study: to study the peculiari-
ties of manifestation of leadership and effective ma-
nagement in comprehensive schools of Siauliai town



and to identify statistically meaningful connections
between them.

Tasks of the study:

. To carry out analysis of scientific literature by re-
vealing the conceptions of leadership and efficient
management.

. To study manifestation of leadership among the
managers of comprehensive schools of Siauliai
town.

. To identify the attributes of an effective educatio-
nal organisation, i.e. comprehensive school, and
to identify statistically meaningful connections
with peculiarities of manifestation of leadership.

Methodology of the study is based on the

attitude of various scientists (Bennis, Nanus, 1998;

Brent, Ellison, Bowring-Carr, 1997; Appleby, 2003;

Albrechtas, 2005 etc.) towards modern effective or-

ganisational management and various leadership the-

ories (Stoner, Freeman, Gilbert, 2000; Zelvys, 2001;

Robbins, 2003; Kirkpatrick, 1991 etc.).

Methods of the study:

Analysis of scientific literature. Analysis of psy-

chological and management literature enabled to

analyse the conceptions of leadership theories and
the peculiarities of effective management.

Document analysis. It enabled to familiarize with

audit application methodology in a comprehensi-

ve school.

Survey. Preparation of a questionnaire for mana-

gers and pedagogues intended to highlight the

peculiarities of leadership in a comprehensive
school and the characteristics of effective organi-
sation.

Statistical data analysis. Data analysis of the stu-

dy was carried out using the Excel and SPSS (Sta-

tistical Package for Social Sciences) software.

1.

Theoretical background of the study

Theoretical reasoning of the concept of lea-
dership. The english word “leadership” can be tran-
slated into Lithuanian in two ways: management and
leadership. Management better reflects the function
provided by a formal status of the manager while lea-
dership expresses an activity of a community-recogni-
sed person, a leader organising people for the achieve-
ment of the commonly set objective. Leadership can
be defined as a phenomenon, described as a dynamic
force of a person, essentially motivating and coordi-
nating the members of the organisation to seek its ob-
jectives (DuBrin, 1995). In other words, leadership is
a phenomenon, which can be defined as an ability of
a particular person to attain confidence and support,

20

necessary for the achievement of organisational ob-
jectives.

According to B.Leoniené (2001), an opinion
that leaders are born and not developed is becoming
less and less popular. Professional researchers relate
an ability to lead to the behaviour, i.e. to the actions,
of managers:
distribution of tasks;
communication with the employees;
their motivation;
organisation of the manager’s own work.

According to R. Zelvys (2003), the main at-
tribute of the leader or manager is to influence: the
leader is such a member of a group, who has the gre-
atest influence on the actions of other members. One
of the most important aspects of human relations is
an ability to control others and influence them. The
leader encourages and stimulates to act and gives in-
structions, settles differences between other group
members and makes decisions. He shows his support
or disapproval to some actions of group members, he
also inspires, encourages, and has the lead in any ac-
tivity of the group. R. Zelvys defines the leader as a
member of the group, who is acknowledged by other
group members to make decisions related to activity
of the group.

It is important to note, that although leadership
is closely connected to management and is important
for it, management and leadership are different con-
cepts. According to Davies, Ellison, Bowring-Carr
(1997), an organisation which is managed by a ma-
nager-leader, differs from an organisation, managed
by an administrative manager. To emphasize the dif-
ference W. Bennis (1998), a leadership theorist, said
that many organisations are managed too much and
led too little. Leadership requires acknowledgement
of'a social agreement between the leader and his follo-
wers. The leader must have both willingness and abi-
lities to control the results of events by influencing
actions of other people by using their intelligence and
abilities. The power of leadership is based on a com-
mon agreement, hopes and commitment.

According to J. Kasiulis and V. Barvydiené
(2005), the leader:
cares about active team-work,
revises team objectives, organises members,
possesses knowledge of their advantages and di-
sadvantages,
defines areas of work and communication chan-
nels,
is extrovert, easy — going, and reliable,
is dominating, but rather enthusiastic than despo-
tic,
has the advantage of an ability to fascinate and
unite people,
realizes his power non-aggressively.



Leaders play a key role in the development of
effective organisations. They direct people into right
direction, attain confidence necessary for realization
of the mission of an organisation and motivates them
to seek their objectives. Leadership is achievement of
results because of people.

According to R.Boyatzis and A. Mckee
(2006), leaders inspire their organisations and commu-
nities to seek realization of their dreams, which only
a couple of years ago seemed to be unreal. According
to the authors, leaders, able to create harmony and ag-
reement, are people, who have an intuitive sense of or
put a lot of effort into developing of emotional intel-
lect — a competence of self-awareness, self-control,
social consciousness and management of relations.

Sustainable leadership was studied by A. Harg-
reaves and D. Fink (2006) in their book “Sustainable
Leadership”. They provide the definition of sustainab-
le leadership. “Sustainable educational leadership
and improvement preserves and develops deep lear-
ning for all that spreads and lasts, in ways that create
positive benefits for others around us, now and in the
future®.

C. Appleby (2003), a researcher on leadership,
has stated that leadership is an ability of the manager
to influence the employees to work for the common
good of the group with enthusiasm and confidence.
The definition of leadership also encompasses the
leader’s responsibility for the realization of the ob-
jectives of the group, therefore confidence and willin-
gness of the both parties to cooperate with each other
is a necessity.

N. Chmiel (2005) in his definition of leaders-
hip has distinguished three important components:
group, influence and objective. Leadership is usual-
ly studied in the context of the group and especially
in that of the working group. Leaders are these pe-
ople, who influence behaviour of other members of
the group. Studies on leadership emphasize that it is
necessary for the group to have an objective, which
it must achieve. So leadership is a process, during
which an individual impacts group members in order
to realize and achieve the objectives of his group or
organisation.

Hence in summary it can be noted that leaders-
hip is dependent on: expectations of the employees,
personal characteristics of the manager the himself,
environment, which impacts the organisation and the
manager, nature of task, etc.

Effective organisation management. An edu-
cational system encompasses various institutions,
realising particular educational objectives. An educa-
tional institution “has to fit the whole educational sys-
tem both in structure, functional and environmental
interaction aspects and to echo its mission and realise
its objective” (Targamadzeé, 1996).
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According to V. Damagiené (2002) and L. Si-
manskiené (2002), an organisation is a group of peop-
le, whose activity is consciously coordinated for the
achievement of a common goal. Therefore organisa-
tion’s effectiveness and ability to work and develop
successfully depend on its employees. Itis very impor-
tant for all the members of the organisation to unders-
tand what is happening in the organisation, what they
are seeking for, and what measures they are using for
that. Successful organisations build upon strong po-
wer, their value and belief system, i.e. organisational
culture. Each organisation has its own culture, which
determines its uniqueness and has a positive impact
on its employees.

A constantly growing competition raises hig-
her requirements for organisations. The effectiveness
of organisational activity was and is a very important
practical and scientific problem. Organisations are
always searching for new solutions, which would al-
low to improve efficiency of their products or servi-
ces. The development of technologies is the first step,
however, the biggest distinctive characteristic, which
can be achieved in their activity, is improvement of
their internal efficiency. Competitiveness of an organi-
sation improves when its employees have a sufficient
amount of knowledge necessary to carry out a particu-
lar work, share knowledge and common information,
cooperate, are willing to achieve better results, have
motivation and are pleased with their work.

According to R. Zelvys (2003), educational
institutions differ from other organisations. The objec-
tives of educational institutions are harder to define
than those of industrial or business organisations be-
cause such objectives as development of a personali-
ty and inheritance of culture are of more abstract natu-
re. Accurate realization of objectives is a much more
complex task in an educational system. For example,
results of pupils, a number of pupils enrolled in uni-
versities can help to evaluate efficiency of the school
justpartially. The school exists in a particular environ-
ment, has its administrative organisational apparatus,
and individuals are not only playing their roles but
interact with all organisation’s structural groups and
individuals as well. An individual by playing some
role participates in organisation’s life and, by conside-
ring its culture, forms his own behaviour. In this case
leaders play a special role because quality (success)
of organisation’s activity is largely dependent on the
effectiveness of leaders’ work.

Productivity of organisations is a very impor-
tant factor, however, effectiveness is vital (i.e. an abi-
lity to choose proper objectives and realization mea-
sures is a necessity). Production of large cars may be
inefficient if the market demands small ones. Accor-
ding to Peter Drucker (1995), “the pertinent question



is not how to do things right, but how to find the right
things to do, and to concentrate resources and efforts
on them” (Robert C Appleby, 2003, 39 p.).

According to R. Appleby (2003), effective ma-
nagement is determined by three main types of mana-
gement skills:

Technical skills, an ability to use special measu-
res, procedures and techniques;

Skills of working with people, an ability to work
with people, understand them and motivate them
both individually and in groups;

Conceptual skills, an ability to coordinate and in-
tegrate all organisation’s activity and especially
effective, long-term decisions. Furthermore, con-
ceptual skills are necessary in order to conceive
the organisation as a whole and understand con-
nections among various factors in particular cir-
cumstances in order to choose actions, which suit
organisation’s interests the best.

R. Razauskas (1997) says that effective mana-
gement is possible only when there is a timely respon-
se to changes both in a close and far environment and
when there is enough skill to foresee them and pre-
pare oneself and the group for them properly. Thus
the manager’s duty is not only to create a particular
system and organise its work but also to change it re-
asonably.

V. Bennis and B. Nanus (1998), speaking on
effective management, say that it is a necessity in
the life of nowadays organisations being full of cons-
tant changes, stresses and uncertainty for the future.
The following are the attributes of effective manage-
ment distinguished by these authors based on the con-
ception of “reformative leadership” formulated by
D. M. Burns:

effective management enables to transfer orga-
nisations from the current state to the future by
using the manager’s ability to design a picture of
potential future possibilities;
such management helps to develop the employ-
ees’ commitment to seek for changes, to unders-
tand the necessity to change the strategy of organi-
sational activity and adopt a new culture in order
to concentrate energy and resources required for
the realization of changes;
managers, choosing effective management, succe-
ed to “obtain” the best of their organisation, i.e.
initiative, enthusiasm and creativity of the emplo-
yees who are called as the most expensive sort of
energy in the world.

Effective management is inevitable in the com-
plex world of today, where a single unexpected event
can destroy current existing systems or break their
interrelations and cause a chaos, ruining managers’
efforts to “restore” an order and continue the routine
works (Appleby, 2003).
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Constant change and development of the en-
vironment raises new requirements for persons and
organisations, allows creativity and innovations in
all areas of life. Today it is impossible to imagine a
school without ongoing changes. The school seeking
to be effective must become a learning organisation,
which understands the reality and situation well, de-
velops effective and productive plans, and whose cul-
ture includes permanent perfection and learning. In
the learning school the needs of the pupils, parents
and teachers are taken into consideration seriously. It
has organisational culture and management, prone to
innovations and change. It is the school, where the de-
velopment and realization of new visions is possible.
The learning school has a completely different school
culture, where initiative, creativity, development and
change are its internal norms. It continuously deve-
lops abilities to seek for the desired results and does it
by changing the thinking and teaching people of coo-
peration (Simonaitiené, 2001). Scientists Pedler, Bur-
goyne and Boydell (1991) who studied learning or-
ganisations emphasized the following characteristics
of the learning organisation: general learning strategy
as a learning process; participation of the members
in a policy creation process; spread and availability
of information and briefing; use of control for mea-
suring of achieved results; internal interchange as
cooperation of the employees; flexibility of earning,
including moral rewards; possibility for individuals
to work individually; monitoring and studying of
external conditions; inter-institutional learning by
using various forms of cooperation; internal climate
motivating to learn; self-development possibilities
for everyone. Creation of new ideas, application of
innovations, encouragement of the learning process,
these are a part of today’s school. The following are
characteristic for the learning organisation according
to P. Senge (1990): team-learning, learning to work
in cooperation; overlapping vision, inclusion to all or-
ganisate the members into creation of its vision; men-
tal models — a learning of organisation members to
think constructively and create a positive model of
world outlook; personal mastery — a willingness of
organisation members to improve their skills; syste-
matic thinking — an ability of organisation members
to see not only the linear chain of reasons and results
but also the interconnections of system elements.
Cooperation is another characteristic, which is desc-
ribed by all researchers of the learning organisation.
L.Stoll and D.Fink (1998) say that the learning orga-
nisation supports cooperation, which is a booster of
willingness to seek perfection, thus cooperation of
departments and of individuals should be distinguis-
hed. According to scientist Addlesson (1994), interre-
lationship and cooperation are a condition of the orga-
nisation’s existence, and, according to A. Hargreaves



(1999), cooperation is the essential characteristic of
the new professionalism and a condition to change
the existing individualist culture in organisations.

It is obvious that an effective school first of
all is such school, which concentrates on what is the
most important in education. However, an effective
school is also defined as a school, whose good mana-
gement results are evident.

When summarising the possibilities of the ef-
fective school management it can be said that special
requirements for the manager in all areas of his pub-
lic life and levels of management are an indispensab-
le part of effective management. In addition to a good
specialist he has to be a talented organiser, a cultured
and erudite educator of the community, he also must
be able to apply knowledge in his daily practice, to or-
ganise cooperation of the employees, to communica-
te with the employees setting them an objective and
leading them. The manager’s authority and activity
gives him a leader’s status, which has a higher im-
pact on the community than his authority position,
therefore it is very important for the manager to be
the leader as well.

Methodology of the study and characteristics of
the sample

The study was carried out using an indirect
method of survey: a questionnaire. The method was
used to find out how a manager is prepared for a lea-
der’s role, which management style is prevailing and
what is his opinion on the issues of school manage-
ment. The questionnaires were prepared using mate-
rial from the following studies: Richard Boyatzis, An-
nie Mckee “Resonant Leadership” (2006); Romual-
das Razauskas: “AS vadovas. Gero vadovo beiskant”
(1997); J. A. F. Stoner, R. E. Freeman, D. R. Gilbert,
“Management” (1999); J. Kasiulis, V. Barvydiené
“Vadovavimo psichologija” (2005); Nik Chmiel “An
Introduction to Work and Organizational Psychology”
(2005); D. Zvirdauskas (2006) “Mokyklos vadovo ly-
derystés raiskos tyrimo santrauka®, etc.

The study was carried out using two question-
naires: one for participating managers, another for pe-
dagogues. Their structure and orientation of questions

are identical, they differ only in formulations, which
were applied considering respondents’ position in a
comprehensive school. Such organisation of the stu-
dy allows to compare opinions of the managers and
pedagogues on particular aspects of an issue.

The sample of the study was formed from te-
achers, assistants and mangers of comprehensive
schools and gymnasiums of Siauliai town. The study
“Peculiarities of the Manifestation of Leadership in
Activity of an Educational Organisation” had a total
of 214 respondents.

Distribution of respondents by sex shows that
the sample is dominated by women — 89%, men
amount to only 11%. Such situation is reflected by
prevailing tendencies. Official statistics shows that
Lithuanian educational institutions have 46 981 peda-
gogues, 40 674 of which are women and 6 307 men.

Data analysis revealed that the majority of pe-
dagogues are between 36 and 45 years old. Average
age of respondents is 42 years. The youngest respon-
dent is 21 years old and the oldest is at the age of
65. Thus it can be stated that participants of the stu-
dy have a longer working experience and are able to
compare the peculiarities of school management of
different times.

The survey was carried out in gymnasiums, se-
condary and primary schools. The majority of respon-
dents were from secondary schools (51%), a smaller
part from primary schools (40%), and the smallest
part of respondents were from gymnasiums (9%).

Teachers make up 86%, assistants — 8% and
directors — 3% of the sample.

Results of the study

Manifestation of leadership styles in com-
prehensive schools of Siauliai. Respondents were
given a scale of 50 questions, reflecting various sty-
les of leadership. Appropriateness of the scale was
evaluated using factor analysis with VARIMAX ro-
tation. It resulted in the 12 factor model. Since desc-
riptive variability of 4 factors was very low (under
5%), they were eliminated and their further analysis
was not carried out. Results of the factor analysis are
given in Table 1.

Table 1
Reliability ratings of “Styles of Leadership” scale: results of factor analysis
(KMO = 0.88, total explained dispersion = 88.73%)
Factorial Cronbach o Descriptive
Factor title Statements describing leader’s characteristics N weight of . factor power
R coefficient . .
test’s step (L) (dispersion) %
understands wishes and needs of people and desi-
. . . 0,78
res to act according to his feelings
is both optimist and realist at the same time 0,77
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Table 1 to be continued

is vigilant, understanding and interested in him-

self and the world 0,74
cares about his health, takes exercises 0,68
trains his intellect, tries to understand and con- 0.65
trol emotions ’
believes that imaginable future is achievable, and 0.61
gets closer to his visions and objectives ’
motivation of employees is more important than
. 0,56
Characteristics | control
of resonant le- |notices positive work results, efforts and ingenui- | 12 0.56 0,91 17,8%
ader ty of the employees and is profuse in praise ’
encourages willingness of the employees to work 0.48
well ’
is indispensable when there is a need to combine
) 0,43
forces for today’s work
allows individual and initiative work of the em- 0.43
ployees ’
always seeks to make decisions collegiately, li- 0.40
kes meetings, counsels, commissions ’
employees are allowed to participate when deci- 0.71
sions pertinent to them are made ’
seeks for relations with the employees based on 0.70
o mutual trust and cooperation ’
Characteristics ; -
of emplovee conducts business collegially 0,64
. ployee- tolerates novelties 7 0,63 0,87 14,61%
orientated lea-
der cares about the future and strategy 0,62
employees are participants in goal formulation
.. . 0,60
and decision making processes
cares not only about daily school activities but
. 0,52
also about its future plans
seeks to make the employees think of school
objectives to be of higher importance than their 0,75
personal ambitions
Characteristics ‘;rri:sr ;: 1:1i(rzilci1eve employees to do more than they 0.74
10- 0,
oftransformatio seeks to change thinking of people 6 0,61 0,84 11,78%
nal leader - -
seeks a more active cooperation of school com- 0.59
munity members ’
seeks to make conditions favourable for changes 0,55
encourages development of the employees 0,46
arisen problems are dealt with by the manager 0.72
without the assent of community ’
has a tendency to interfere in trivia 0,65
Characteristics |assigned works are managed in his personal inte- 0.58
of autocratic | rests and with attitude towards career 5 ’ 0,81 9,63%
leader problems are solved quickly and correctly, if per-
. 0,55
sonal benefit is expected
the employees are often appointed what they ha- 0.37
ve to do ’
sets strict working standards and organises wor- 0.74
king tasks to the detail ’
of task-oriented . y the empioy p 5 0,61 8,8%
leader tant than their professional the development and 0,56
personal satisfaction
has only formal relations with employees 0,52
is careful at decision making 0,42
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Table 1 to be continued

the employees are being motivated by higher 0.76
Characteristi earnings only ’
Aracteristes o manager is ashamed of his position 0,61
of bureaucratic |- ; ; ; 4 0,71 8,6%
leader is afraid of innovations 0,49
is unable to deal with new methods and therefore
. L . 0,40
is tend to the employ primitive forms of working
does not like to be under the spotlight 0,80
Characteristics | Manager’s directions remind more of request, his 0.51
. addressing to the employees is prim 3 0,65 7,6%
of liberal leader — - ; :
makes decisions only after discussing them with
- 0,44
the majority of the employees
Characteristics |does not try to change thinking of the employees 0,84
of transactional |does not try to seek the employees to do more 2 0.75 0,63 6,9%
leader than they are required ’

Factorial analysis provided us with fairly me-
aningfully interpretable and statistically reasoned
results. Statistical connections of statements with
factors and grouping inside them are theoretically
meaningful in interpretative point of view. It should
be noted that quite high correlations of proposition
ratings with exclusive factors were found. It is evi-
dent from the factorial weight (0.37<L<0.84) of va-
lue dispersion stepping of correlation coefficient test.
Descriptive factor power (dispersion) fluctuates from
17,81% to 6,9%. Suitability of a matrix for the fac-
torial analysis is shown by Kaiser-Meyer-Olkin coef-
ficient, which in this case is equal to 0.88. Internal
factors’ consistence is measured by Cronbach coef-
ficient alpha. In this case it fluctuates from 0.61 to
0.91. Since the coefficient does not run under 0.5, all
factors are fairly homogeneous.

The following 8 factors were distinguished:
characteristics of resonant leader (understands wis-
hes and needs of people and desires to act according
to his feelings; trains his intellect, tries to understand
and control emotions; cares about his health, takes
exercises, etc.), characteristics of employee-oriented
leader (believes that motivation of the employees is
more important than control; seeks for relations with
the employees based on mutual trust and coopera-
tion; the employees are allowed to participate when
decisions pertinent to them are made), characteris-
tics of transformational leader (tries to achieve the
employees to do more than they are required; seeks
to change thinking of people; encourages develop-
ment of the employees), characteristics of autocratic
leader (likes to be in the spotlight; arisen problems
are dealt with by the manager without the assent of
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the community), characteristics of task-oriented le-
ader (carefully supervises work of the employees;
sets strict working standards and organises working
tasks to the detail; has only formal relations with the
employees; cares only about daily school activities,
has no future plans), characteristics of bureaucratic
leader (is unable to deal with new methods and the-
refore is tend to employ primitive forms of working;
assigned works are managed in his personal interests
and with attitude towards career; problems are solved
quickly and correctly if personal benefit is expected),
characteristics of liberal leader (manager is ashamed
of his position; manager’s directions remind more of
request, his addressing to employees is prim; the em-
ployees are given high discretion; decisions are made
carefully; is inconsistent, easily imposed upon by ot-
her opinions), characteristics of transactional leader
(the employees are often appointed what they have
to do; the employees are being motivated by higher
earnings only; does not try to change thinking of the
employees; does not try to seek the employees to do
more, than they are required).

Each manager chooses his own management
style, creates school vision, strategy, forms school
policy and culture. Opinions of respondents were im-
portant to the study to find out the leadership style
of a leader. Figure 1 contains display of respondents’
opinions by distinguished factors when determining
the leadership style of their manager (evaluation:
0 — certainly not; 3 — certainly yes). It is evident that
the characteristics of transformational, resonant and
employee-orientated leader are prevailing in compre-
hensive schools of Siauliai.



Characteristics of

transformational leadership

Characteristics of |

resonart leadership|

Characteristics of

empln&fee-orlen_ted leadership|
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task-orierted |leadership|

Characteristics of libaral

leadership

Characteristics thranzactinl1aF4|—|—| 4
leadership '
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leadership J

Characteristics of bureaucratic|

leadership

: : : 2
| ! ! 1 2.1
| | | 5
| | | o
! ! 11.2
2]
0.5
0,0 0.5 1,0 1.5 2,0 2,5
0 - Certainly Mot 3 - Certainly Yes
Rating

Fig. 1. Evaluation ratings of manifesting leadership styles (N=214)

We can make a conclusion that school mana-
gers seek involvement of the community members
into endeavour for common objectives, encourage
training and development of the employees, create
conditions suitable for school changes, are able to
speak to every employee of the school, encourage ac-
tive cooperation of the school community members,
are vigilant, understanding, have an interest in them-
selves and the world, develop their intellect, make an
effort to understand and control emotions.

Bureaucratic, autocratic, transactional and libe-
ral styles of leadership were evaluated with lowest
ratings. However, it is known from scientific litera-
ture that such styles are ineffective in management

of modern organisations. Managers following such
leadership styles are tend to have limited awareness
of the needs of the employees, lack tolerance to mista-
kes, are unable to create a creative environment, lack
cooperative team-work.

Analysis of effective management peculia-
rities of Siauliai town comprehensive schools.
Respondents were given 33 statements, reflecting
characteristics of effective school management. Ap-
propriateness of the scale was evaluated using factor
analysis with VARIMAX rotation. It resulted in a 5
factor model. Results of the factor analysis are given
in Table 2.

Table 2
Reliability ratings of “Effective School Management” scale: results of factor analysis
(KMO = 0.92, total explained dispersion = 76.32%)
Facorin | v [ erinie
Factor title |Statements describing effective school management | N weight of . .
test’s step (L) co'efﬁ- (dispersion)
cient %

pedagogues are encouraged to participate in school 0.81
management ’
traditional values and requirements for the modern

. 0,73
school are combined
development of teachers is cared about and it is inves- 0.72
ted in ’
it is understood that fundamental changes are achievab- 0.71
le only if all pedagogues work differently ’

Innovative positive attitude of school managers towards innova- 10 0.71 0.92 29.34%
school tions
help and assistance to pedagogues, installing innova- 0.66
tions ’
school manager mediates between pupils, parents and
. . . 0,65

colleagues when solving their conflicts
risk of implementation of innovations is understood as 0.60
learning ’
proper organisation of the teaching process 0,53
it is cared about well-being of pupils at school 0,51

26



Table 2 to be continued

the largest part of graduates successfully join high- 0.79
schools ’
pupils are participants of national Olympiads 0,79
pupils are active participants of various projects 0,71
parents of pupils actively participate in activity of 0.70
school ’
pupils and teachers have the use of copier, computers, 0.67
internet and email ’
Open school |very good organisation of after-school activities 11 0,64 0,92 14,4%
good organisation of autonomous activity of pupils 0,64
pupils actively participate in organisation of school 0.60
events, making of various decisions, etc. ’
lesson schedules are made considering the needs of 0.59
teachers and pupils ’
there is a lot of appreciation of a school in the media 051
of state and town ’
there are many clubs, events, feasts, etc. 0,50
school managers have clear objectives 0,65
Goal-orien- |pupils participate in school and town Olympiads 0,65
ted, collegial |school managers always discuss important educational | 4 0.60 0,79 12,42%
school questions with school community ’
competent pedagogues and personnel 0,51
school is renovated (changed windows, roof, heating 0.78
system) ’
pupils are provided with consultations of a psycholo- 0.75
Modern scho- gist/social pedagogue
ol having |technical equipment of a school allows to work under
good material | the applicable teaching standards 6 0,74 0,82 10,71%
provision | nice aesthetic appearance of a school 0,72
there is a modern library (with reading room, worksta- 0.66
tions, newest textbooks, etc.) ’
there are modern rooms for various subjects 0,60
i teachers tend to consider the opinion of pupils 0,83
Cooperative ' P : pup > 0,53 9.45%
school teachers cooperate, share their experience

Factorial analysis provided us with fairly me-
aningfully interpretable and statistically reasoned re-
sults. Statistical connections of the statements with
the factors and their internal grouping are theoretical-
ly meaningful from an interpretative point of view. It
should be noted that quite high correlations of propo-
sition ratings with exclusive factors were found. It is
evident from the factorial weight (0.51<L<0.81) of
value dispersion stepping of a correlation coefficient
test. Descriptive factor power (dispersion) fluctuates
from 29.34% to 9.45%. Suitability of the matrix for
factorial analysis is shown by Kaiser-Meyer-Olkin
coefficient, which in this case is very high — 0.92.
Internal factor consistence is measured by Cronbach
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alpha coefficient. In this case it fluctuates from 0.53
to 0.92. Since the coefficient does not run under 0.5,
all factors are fairly homogeneous.

The following 5 statement groups were distin-
guished: innovative school; open school; goal-orien-
ted, collegial school; modern school having good ma-
terial provision; and cooperative school.

Each school cares about its results, creation of
a comfortable learning environment, and perfection
of'its activity. Respondents opinions about school ma-
nagement problems were interesting. Figure 2 shows
evaluation of the effective school by respondents ba-
sed on the distinguished factors (evaluation: 0 — rat-
her not; 3 — certainly yes).
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Fig. 2. Rating of the effective school (N =214)

Respondents evaluated the school as a goal-
oriented, collegial school (N = 2.33; SD = 0.50),
innovative school (N = 2.20; SD = 0.54) and coope-
rative school (N = 2.06; SD = 0.57). It can be conc-
luded, that comprehensive schools used for the stu-
dy have characteristics of an effective organisation
because the school managers have clear objectives,
always discuss important educational problems with
the community, the pedagogues and the personnel are
competent, pedagogues are encouraged to participate
in school management, traditional values and require-
ments for the modern school are combined, develop-
ment of the teachers is cared about and invested, it is
understood that fundamental changes are achievable
only if all pedagogues work differently, of the scho-
ol managers have positive attitudes towards innova-
tions, help and assist the pedagogues in introducing
innovations, the school manager mediates between
the pupils, parents and colleagues solving their con-
flicts, risk of implementation of innovations is unders-
tood as learning, the teaching process, is properly
organised well-being of the pupils in the school is
cared about, the teachers tend to consider the opinion
of the pupils, the teachers cooperate, share their ex-
perience. The lowest ratings of a modern school, ha-
ving good material provision (N = 1.68; SD = 0.66)
show that many schools are lacking renovation, have

insufficient amount of technical equipment allowing
to work under applicable teaching standards, insuffi-
cient equipment of the libraries and reading rooms,
non-modern classrooms and quite bad aesthetic appe-
arance; and low ratings of an open school (N = 1.86;
SD = 0.65) show that the pupils’ participation in af-
ter-school activities, national Olympiads and projects
is low, the teachers and pupils are not satisfied with
lesson schedules, participation of pupils’ the parents
in activity of the school is low, the pupils do not show
their initiative in autonomous activities, etc.

Identification of statistically meaningful re-
lation between leadership and an effective educa-
tional organisation. In order to determine statistical
relation between leadership and an effective educa-
tional organisation Pearson correlation analysis was
carried out. Power of correlation relation was evalua-
ted as follows (after Bitinas, 2006): 0—0.20 (relation
between the features is basically null); 0.20-0.40 (re-
lation between the features is weak); 0.40—0.60 (re-
lation is substantial); 0.60—0.80 (relation is strong);
0.80—1 (relation is very strong).

Results show strong statistically meaningful
relation (see Table 3) between the characteristics of
the resonant leader and the innovative school (r =
0.74; p<0.05). Quite high correlation coefficients al-
low to think that the mentioned constructs are related
enough.

Table 3
Statistical relation between leadership and an effective educational organisation
Innovative | Open Goal-oriented, Modern | Cooperative

school school collegial school school school
Characteristics of resonant leader 0,52%* 0,26** 0,38%*
Characteristics of employee-oriented leader 0,53*%* 0,46%* 0,50%* 0,31%* 0,26%*
Characteristics of transformational leader 0,49** 0,50%** 0,26** 0,47%%*
Characteristics of autocratic leader -0,43%** -0,42%* -0,27** -0,38%*
Characteristics of task-oriented leader 0,02 0,09 -0,06 0,02 0,05
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Table 3 to be continued

Characteristics of bureaucratic leader -0,43%* -0,26** -0,37** -0,12%* -0,25%*
Characteristics of liberal leader 0,11 0,09 0,15* 0,03 -0,04
Characteristics of transactional leader -0,28%* -0,19%* -0,16%* 0,01 -0,20%*

p<0,01; ** - <0,05

Findings allow to say that the characteristics
of the resonant leader, who stimulates willingness of
the employees to work well and with initiative, thinks
that motivation of the employees is more important
than control, who always seeks to make collegial deci-
sions, is vigilant, understanding, cares about himself
and others, have strong relation to an innovative scho-
ol, in which well-being of the pupils is cared about,
conflicts are solved collegially, traditional values and
modern requirements are combined, where special at-
tention is paid to innovations and development of the
pedagogues.

It can be said that relation between the reso-
nant leader and an innovative school is conditioned
by trust, understanding and cooperation. Efforts and
contribution of every school manager are useful and
help to realise the set objective — to create an innova-
tive school.

Quite strong relation (r=0.62; p < 0.05) betwe-
en the resonant leadership and a goal-oriented, colle-
gial school was also identified. It can be said that the
resonant leader has an impact an a goal-oriented, col-
legial school, where the managers have clear objecti-
ves, always discuss important educational questions
with the school community, the pupils participate in
Olympiads, the personnel and pedagogues are com-
petent.

Relation of medium statistical importance was
identified between the characteristics of the resonant
leadership and an open school (r = 0.52; p < 0.5),
which shows that the leader understanding the needs
and wishes of people, who is not afraid of changes
and is tend to make collegial decisions, impacts an
open school.

Quite strong relation between the characteris-
tics of transformational leadership and an innovative
school (r=0.678; p <0 .05) was identified. It is obvio-
us that the manager’s ability to create conditions for
changes, his efforts to make the employees voluntary
do more than they are required, to encourage develop-
ment of the employees, his seek to make the employe-
es think of school objectives to be of higher importan-
ce than his / her personal ambitions, have a positive
impact on the creation of an innovative school.

Management of ongoing changes, a positive
impact of activity on the school environment, encou-
ragement of the use of various learning methods, sa-
ving of possessed resources and continuous seek for

the quality of learning, are the result of an innovative
school.

There is a relation of medium statistical impor-
tance between the characteristics of employee-orien-
ted leadership and an innovative school (r = 0.53;
p <0.5). It can be said that a school, which cares
about the well-being of the employees, learning of
the teachers and invests in it, is really an innovative
school.

There is also a relation of medium statistical
importance between the characteristics of employ-
ee-oriented leadership and an open school (r = 0.46;
p <0.5). Therefore it can be said, that the manager,
who pays a lot of attention to cooperation, develop-
ment of the teachers, collegial relations with the as-
sociates, has an impact on an open school, where the
largest part of pupils enter high-schools, pupils parti-
cipate in national Olympiads, various projects, organi-
sation of after-school activities is good, etc.

There is a medium statistically meaningful re-
lation between employee-oriented leadership and a
goal-oriented, collegial school (r=0.50; p <0.5).

There is also a strong statistically meaningful
relation between transformational leadership and an
innovative school (r = 0.68; p < 0.5) and a medium
relation with an open school (r = 0.50; p <0.5); a go-
al-oriented, collegial school (r=0.50; p <0.5) and a
cooperative school (r=0.47; p <0.5). It can be assu-
med that the manager’s such characteristics as caring
about his the employees, seeking to make employees
think of school objectives to be of higher importance
than their personal ambitions, creation of conditions
favourable for changes are the result of a goal-orien-
ted, collegial and cooperative school.

The study revealed a strong reverse statistical-
ly meaningful relation between autocratic leadership
and an innovative school (r=-0.61; p <0.5). Thus the
more autocratic style of leadership is being employed,
the larger a distance from an innovative school is. Au-
tocratic style of leadership shows that the managers
unilaterally make decisions and set organisational ob-
jectives, they do not want to consider a possibility of
team-work and orientation to the employees.

A medium reverse statistically meaningful rela-
tion between the autocratic leadership and an open
school (r = -0.43; p <0.5) and a goal-oriented, col-
legial school (r = -0.42; p < 0.5) was identified. It
can be said that the autocratic manager being private,



inflexible and having only formal relations with the
employees does not create an open or goal-oriented,
collegial school.

There is a medium reverse statistically mea-
ningful relation between bureaucratic leadership and
an innovative school (r = -0.43; p <0.5). Thus it can
be stated that it confirms theories which propose that
the bureaucratic manager is not interested in novel-
ties, unable to cope with new working methods, is
tend to use primitive working forms, shows no effort
for innovations.

Findings

1. Analysis of leadership theories revealed that the
conception of leadership still changes and has no
specific definition yet. However, many scientists
agree that both natural and attained knowledge,
constant development and training of skills are im-
portant to the leader. According to scientists, lea-
ders play the essential role in the development of
an effective organisations.

2. Analysis of results of the study carried out in Siau-
liai town comprehensive schools revealed that
managers tend to employ resonant, transformatio-
nal and employee-oriented leadership styles. The
school manager, who is tend to use such manage-
ment styles, is able to manage ongoing changes,
his activity has a positive impact on the school
environment, encourages use of various teaching
methods, always seeks to improve the quality of
learning, encourages development and more acti-
ve cooperation of the employees, seeks to involve
the community members in achievement of com-
mon objectives, develops his intellect, makes an
effort to understand and control emotions. A mo-
dern educational organisation is tend not to have
bureaucratic, autocratic, transactional and liberal
management styles. Managers employing such
styles are tend to have limited orientation towards
the needs of the employees, intolerate mistakes,
show low focus on one direction, are unable to
create creative environment, lack team-work.

3. Respondents describe the school as a goal-orien-
ted, collegial, innovative and cooperative school.
The managers of such a school have clear objec-
tives, always discuss important educational ques-
tions with the school community, pupils of such a
school participate in school and town Olympiads,
only competent pedagogues and personnel work,
the pedagogues are encouraged to participate in
school management, traditional values are combi-
ned with modern school requirements, there is in-
vestment in learning of the teachers, the managers
have positive view to innovations, organisation of

30

the teaching process is clever, the school cares
about the well-being of the pupils, the teachers
cooperate and share their experience. It can be
hypothetically said that such a school functions
effectively.

The study revealed the most evident statistically
meaningful relations of leadership and an effec-
tive educational organisation between: resonant
leadership and an innovative school; resonant
leadership and a goal-oriented, collegial school;
resonant leadership and the characteristics of an
open school; transformational leaders and an inno-
vative school; employee-oriented leaders and an
innovative school.
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Lyderysté kaip Svietimo organizacijos efektyvaus valdymo prielaida

Santrauka

Daugelis Siandieniniy vadovy nepakankamai pa-
sirenge buti lyderiais. Profesionaliai iSmanydami savo
veiklos sfera, jie daznai sunkiai sprendzia socialinio ir psi-
chologinio pobiidzio problemas. Be to, pasak R. AliSausko
(2006), lyderis yra kiekvienas, kuris prisiima atsakomybg
ir yra linkes daryti kzka nauja, neapsiribodamas instrukci-
jomis, o pasinaudodamas turimu potencialu ir sickdamas
geresniy veiklos rezultaty.

Nemazai moksliniy darby autoriy yra nagrinéje
ivairias lyderiavimo teorijas ir band¢ sudaryti svarbiausiy
lyderio savybiy sarasa, taciau vis dar néra aisku, kokia ly-
deriavimo teorija yra efektyviausia konkrecioje situacijo-
je, kokie lyderio asmeniniai bruozai turéty biiti svarbiausi
jam vadovaujantis viena ar kita lyderiavimo teorija. Tiek
pasaulinéje, tick Lietuvos literatiiroje pasigendama tyrimy
apie vadovy lyderystés savybiy ir efektyvios organizacijos
sasajas.

Straipsnyje nagriné¢jamos lyderystés raiskos bendro-
jo lavinimo mokyklose ir efektyvaus mokykly valdymo
sasajos. ISnagrinéta moksliné literatiira, dokumentai apie
$vietimo organizacijos vadovy lyderyste ir efektyvy valdy-
ma; iStirta lyderystés raiska tarp mokykly vadovy; identifi-
kuoti efektyvios organizacijos pozymiai, iStirtas lyderystés
poveikis taikant efektyviy mokykly valdyma. Tyrimo imtis
suformuota i3 Siauliy miesto bendrojo lavinimo mokykly
ir gimnazijy mokytojy, pavaduotojy, direktoriy (N=214).

31

Tyrimo metu buvo identifikuoti bendrojo lavinimo
mokykly vadovy tipai: darnus, autokratinis, biurokratinis,
liberalus, transakcinis, transformacinis, orientuotas j uzduo-
ti ir { darbuotojus. Nustatyta, jog Siauliy miesto bendrojo
lavinimo mokykly vadovams biidingas darnus, { darbuoto-
jus orientuotas bei transformacinis lyderiavimo stiliai.

Atlikta tyrimo analizé parodé¢, kad efektyvus mo-
kyklos valdymas yra neatsiejamas nuo mokyklos vadovo
kaip darnaus, i darbuotojus orientuoto, transformacinio ly-
derio savybiy: 1) statistiSkai reikSmingas stiprus rysys tarp
darnaus lyderio savybiy ir inovatyvios, tikslo siekiancios
kolegialios mokyklos; 2) vidutinis statistiSkai reik§mingas
rySys nustatytas tarp darnaus lyderio savybiy ir atviros mo-
kyklos; i darbuotojus orientuoto lyderio savybiy ir inova-
tyvios, atviros, tikslo siekiancios, kolegialios mokyklos;
transformacinio lyderio savybiy ir atviros, tikslo siekian-
¢ios kolegialios mokyklos.

Apibendrinant galima teigti, jog dauguma Siauliy
miesto bendrojo lavinimo mokykly vadovy gali bati jvar-
dijami kaip lyderiai, gebantys kurti komanda, rodyti asme-
ninj pavyzdi, skatinti darbuotojy tobul¢jima, sukurti palan-
kias salygas pokyciams, tausoti turimus iSteklius ir nuo-
lat siekti mokymosi kokybés. Naujoviy pripazinimas, ju
igyvendinimas, gebéjimas prisitaikyti prie poky¢iy lemia
teigiamus pokycius mokykloje, didina bendrojo lavinimo
mokyklos veiklos efektyvuma.



