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Introduction:

Indian industry walking up to the challenges thrown by market economy. To survive in this

highly competitive scenario, managers are being pressured to improve quality, increase

productivity, cut down waste and eliminate inefficiency. The collective efforts of the employer

and the employee assume relevance in this concept. And this is where human resource

management can play a crucial role.

We use a lot of words to describe the importance of people to organizations. The term

“human resources” implies that people have capabilities that drive organizational performance

(along with other resources such as money, material and information). Other terms such as

“human capital” and “intellectual assets” all have in common the idea that people make the

difference in low an organization performs. Successful organizations are particularly adept at

bringing together different kinds of people to achieve a common purpose. This is the essence of

human resources management (HRM).

Why Study Human Resource Management?

As you embark on this course, you may be wondering how the topic of human resources

management relates to your interests and career aspirations. The answer to the question “Why

Study HRM?” is pretty much the same regardless of whether you plan on working in an HR

department or not. Staffing the organization, designing jobs and teams, developing skillful

employees, identifying approaches for improving their performance, and rewarding employee

successes – all typically labeled HRM issues – are as relevant to line managers as they are to

managers in the HR department.

To work with people effectively, we have to understand human behavior, and we have to be

knowledgeable about the various systems and practices available to help us build a skilled and

motivated workforce. At the same time, we have to be aware of economic, technological, social

and legal issues that either facilities or constrain our efforts to achieve organizational goals.

Because employee skill, knowledge, and abilities are among the most distinctive and renewable

resources on which a company can draw, their strategic management is more important than
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ever. As Thomas J. Watson, the founder of IBM, said “You can get capital and erect buildings,

but it takes people to build a business.”

Competitive Challenges and Human Resources Management:

Professional organizations such as Mercet, Watson Wyatt Worldwide, National Institute of

Personal Management and the society for human resource management (SHRM) conduct

ongoing studies of the most pressing competitive issues facing firms. By seeking the input of

chief executives and HR managers, these organizations keep a finger on the pulse of major

trends. For the past decade or so, there has been a constant theme around the following issues:

 Managing change,

 Embracing new technology,

 Responding to the market,

 Containing costs,

 Going global and

 Managing talent, or human capital.

These trends extend beyond “people issues” per se, but they all focus on the need to

develop a skilled and flexible workforce in order to compete in the twenty first century.

Challenge – 1: Managing Change:-

Technology and globalization are only two of the forces driving change in organizations and

HRM. Today, being able to manage change has become paramount to a firm’s success. As one

pundit put it, “No change means change.” “Successful companies”, says Harvard Business

School Professor Rosabeth Moss Kanter, “develop a culture that just keeps moving all the time”.

Given the pace of today’s commerce, organizations can stand still for long. In highly competitive

environments, where competition is global and innovation is continuous, has become a core

competency of organizations.

Challenge – 2: Embracing New Technology:-

Advancements in information technology have enabled organizations to take advantage of the

information explosion. With computer networks, unlimited amount of data can be stored,

retrieved, and used in a wide variety of ways, from simple record keeping to controlling complex

equipment. The effect is so dramatic that at a broader level, organizations are changing the way

they do business. Use of the Internet to transact business has become so pervasive of both large

and small companies that e-commerce is rapidly becoming the organizational challenge of the

new millennium. Even following the “dot – com bust,” in which many promising new Internet
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companies failed rapidly, the Web is transforming the way medicated relationships, and they are

giving rise to a new generation of ‘virtual’ workers who from home, in hotels, in their cars, or

wherever their work takes them. The implications for HRM are times mind boggling.

Challenge – 3: Responding to the Market:-

Meeting customer expectations is essential for any organization. In addition to focusing on

internal management issues, managers must also meet customer requirements of quality,

innovation, variety and responsiveness. These standards often separate the winners from the

losers in today’s competitive world. How well does a company understand its customer’s needs?

How fast can it develop and get a new product to market? How effectively has it responded to

special concerns? “Better, faster, cheaper” – these standards require organizations to constantly

align their process with customer needs. Management innovations such as total quality

management (TQM) and process reengineering are two of the comprehensive approaches o

responding to customers. Each has direct implications for HR.

Challenge – 4: Containing Costs:-

Investment in reengineering, TQM, human capital, technology, globalization, and the like all

very important for organizational competitiveness. Yet, at the same time, there are increasing

pressures on companies to lower costs and improve productivity to maximize efficiency. Like

other functional department manager, human resource managers are now under pressure to show

top managers the “bottom line” financial results that their departments are achieving. Labor costs

are one of the largest expenditures of any organization, particularly in service and knowledge-

intensive companies. Moreover, the healthcare costs of insuring workers and their families have

skyrocketed in the past decade, posing a much bigger burden to firms. Organizations are taking

many approaches to lowering labor – related costs. In addition to shifting some of the rising

costs of healthcare back onto employees, in an attempt to enhance productivity. Each of these

efforts has a big impact on HR policies and practices.

Challenge – 5: Going Global:-

In today’s competitive economy, Indian companies are seeking business opportunities in the

global areas to grow and prosper. Competition and co-operation with foreign companies has

been become an important focal point for businesses. The import export trend in India shows

interesting movement over the past few years. Looking at the fact that India has become

relatively an open economy post – liberalization (after 1991), it is expected that trade volume

shall show an upward movement over the years. If we look at the trend, as given in Table 1.1
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import bills have increased at a faster rate than the export earnings, which has resulted in

increased trade deficit. More importantly, the major items of import are fertilizers and petroleum

(and its derivatives). These are essential products and therefore, India cannot expect the import

bill reducing drastically in the near future. India’s export items are dominated by traditional

natural resources and primary products such as gems and jewellery, tea etc. This shows that in

spite of many incentives and encouragement (by way tax exemptions, indirect subsidies etc.)

provided by the government, India continues to be a typical less developed country when it

comes to creating a comparative or absolute advantage in manufacturing or service sector at a

major scale.

Table 1.1: Indian Foreign Trade Data
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Challenge – 6: Managing Talent, or Human Capital:-

The idea that organizations “compete through people” highlights the face that success

increasingly depends on an organization’s ability to manage talent, or human capital. The term

human capital describes economic value of employee’s knowledge, skills and company’s

balance sheet; it nevertheless has tremendous impact on an organization’s performance. The

following quotations from notable CEOs illustrate this point:

 “If you look at our semiconductors and melt them down for silicon, that’s a tiny fraction of the

costs. The rest is intellect and mistakes.” Gordon Moore, Intel.

 “An organization’s ability to learn, and translate that learning into action rapidly, is the ultimate

competitive business advantage.” Jack Welch, General Electric.

 “Successful companies of the 21st century will be those who do the best jobs of capturing,

storing and leveraging what their employees know.” Lew Platt, Hewlett – Packard.

Summary:-

1. People have always been central to organizations, but their strategic importance is growing in

today’s knowledge-based industries. An organization’s success increasingly depends on the

knowledge, skills and abilities of its employees.

2. Globalization influences the economy of most of the countries worldwide and affects the free

flow of trade among countries. This influences the number and kinds of jobs that are available

and requires that organizations balance a complicated set of issues related to managing people in

different geographies, cultures, legal environment, and business conditions. HR functions such

as staffing, training, compensation and the like have to be adjusted to take into account the

differences in global management.
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3. Advanced technology has tended to reduce the number of jobs that require little skill and to

increase the number of jobs that require considerable skill, a shift we refer to as moving from

touch labor to knowledge work. This displaces some employees and requires that others be

retrained. In addition, information technology has influenced HRM through human resource

information system (HRIS) that streamline HR processes, make information more readily

available to managers and employees, and enable HR departments to focus on the firm’s

strategies.

4. Both proactive and reactive change initiatives require HR managers to work with line managers

and executives to create a vision for the future, establish an architecture that enables change, and

communicate with employees about the processes of change.

5. In order to “compete through people,” organizations have to do a good job of managing human

capital – the knowledge, skills and capabilities that have value to organizations. Managers must

develop strategies for identifying, recruiting, and hiring the best talent available, for developing

these employees in ways that are firm – specific, for helping them to generate new ideas and

generalize them through the company, for encouraging information sharing and for rewarding

collaboration and teamwork.

6. In order to respond to customer needs better, faster and more cheaply, organizations have

instituted total quality management (TQM) and reengineering programs. Each of these programs

requires that HR be involved in changing work processes, training job design, compensation, and

the like. HR issues also arise when communicating with employees about the new systems, just

as with any change initiative. Better business thinking builds more strategic HR thinking.

7. In order to contain costs, organizations have been downsizing, outsourcing offshoring, leasing

employees, and enhancing productivity. HR’s role is to maintain the relationship between a

company and its employees while implementing the changes.

8. The workforce is becoming increasingly diverse, and organizations are doing more to address

employee concerns are doing maximize the benefit of different kinds of employees.

Demographic change, social and cultural difference and changing attitudes toward work can

provide a rich source of variety for organizations. But to benefit from diversity, managers need

to recognize the potential concerns of employees and make certain that the exchange between

the organization and employees is mutually beneficial.

9. In working with line managers to address the organizations challenges, HR managers play a

number of important roles; they are called on for advice and ethics counsel, for various service
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activities, for policy formulation and implementation, and for employee advocacy. To perform

these roles effectively, HR managers must contribute business competencies, state – of – the –

art HR competencies, and change – management competencies. Ultimately, managing people is

rarely the exclusive responsibility of the HR function. Every manager’s job is managing people,

and successful companies combine the expertise of HR specialists with the experience of line

managers to develop and utilize the talents of employees to their greatest potential.
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Abstract

Leadership plays an important role in the process of business management. Leadership

envisages the idea of influence. Leadership is not domination. It is mutual relationship

based on reciprocity of leaders and lead. Without followers, leadership can’t exist. It is

activity of influencing people to make efforts for the attainment of certain common goals.

It is only the leadership of management that guides, inspires and directs organization

members for achieving common purposes. With good leadership comes goods

organization; and with good organization, there is successful operation. Leadership is a

human characteristic that lifts a man’s vision to higher sights. It arises a man’s

performance to higher standards and builds man’s personality beyond its normal

limitations. Leadership is a great quality and it can create and convert anything. It is an

important aspect of managing. It is the quality of leadership that usually determines the

failure or success of business enterprise.

Different types of leadership styles exist in work environments. Advantages and

disadvantages exist within each leadership style. The culture and goals of an

organization determine which leadership style fits the firm best. Some offices offer

several leadership styles within the organization, dependent upon the necessary

tasks to complete and departmental needs.

The Principal is part of a Divisional Administrative Team whose function is to support

and assist the schools in meeting the overall objectives of the Division and the needs of

individual students.

The role of the Principal is to provide leadership, direction and co-ordination within the

school. So he has to use various leadership styles for doing his day to day activities.

According to the nature of work, he will use the leadership styles. The styles of

leaderships and nature or duties of work of the principal are mentioned in the said paper.
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Introduction

The Principal is part of a Divisional

Administrative Team whose function is

to support and assist the schools in

meeting the overall objectives of the

Division and the needs of individual

students.

The role of the Principal is to provide

leadership, direction and co-ordination

within the school.

The Principal's main focus should be to

develop and maintain effective

educational programs within his/her

school and to promote the improvement

of teaching and learning with his/her

school. The Principal should strive to

create an organization and or climate

which foster student and teacher growth.

In fulfilling this role the Principal shall

work under the supervision of the

Superintendent of Schools and within

the provisions of the Public Schools Act,

the Department of Education and

Training regulations, and Board Policy.

Leadership style is the manner and

approach of providing direction,

implementing plans, and motivating

people. As seen by the employees, it

includes the total pattern of explicit

and implicit actions performed by their

leader (Newstrom, Davis, 1993).

The first major study of leadership

styles was performed in 1939 by Kurt

Lewin who led a group of researchers

to identify different styles of leadership

(Lewin, Lippit, White, 1939). This early

study has remained quite influential as

it established the three major

leadership styles: (U.S. Army, 1973):

Meaning

‘Leadership is one of the means of

direction. Leadership can induce the

subordinates to deliver their best

performance in achieving the fixed

organizational goals’.

Definitions

1. Alford and Batty

“Leadership is the ability to secure

desirable actions from the group of

followers voluntarily, without the use of

coercion.”

2. Koontz and O’Donnell

“Leadership is influencing people to

follow and to work willingly or the

advancement of a common goal.”

Hypothesis

1. Principal should be the good

team player and he has to work in

group.

2. Principal is the head of whole

school or college.
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Objectives

1. To understand duties of a

principal

2. To understand which leadership

style should a principal can use and

which leadership style can be more

effective to run the administration of a

school or college.

Leadership Styles

Leadership style means the behavior

pattern exhibited by a leader while

influencing the people. Leadership styles

are classified into three broad categories

on the basis of the use of power by the

leaders.

Authoritarian or Autocratic

Leadership

I want both of you to. . .

This style is used when leaders tell

their employees what they want done

and how they want it accomplished,

without getting the advice of their

followers. Some of the appropriate

conditions to use this style is when you

have all the information to solve the

problem, you are short on time,

and/or your employees are well

motivated.

Some people tend to think of this style

as a vehicle for yelling, using

demeaning language, and leading by

threats. This is not the authoritarian

style, rather it is an abusive,

unprofessional style called “bossing

people around.” It has absolutely no

place in a leader's repertoire.

The authoritarian style should normally

only be used on rare occasions. If you

have the time and want to gain more

commitment and motivation from your

employees, then you should use the

participative style.

Participative or Democratic

Leadership

Let's work together to solve this. .

.

This style involves the leader including

one or more employees in the decision

making process (determining what to

do and how to do it). However, the

leader maintains the final decision

making authority. Using this style is

not a sign of weakness; rather it is a

sign of strength that your employees

will respect.

This is normally used when you have

part of the information, and your

employees have other parts. A leader

is not expected to know everything—

this is why you employ knowledgeable

and skilled people. Using this style is

of mutual benefit as it allows them to

become part of the team and allows

you to make better decisions.

Even if you have all the answers,

gaining different perspectives and
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diversity of opinions normally provide

greater creativity than insularity. As

Katherine Phillips wrote,

So as you think about diversity and its

effects in organizations during this

tough economic time recognize that

the most robust practical value of

diversity is that it challenges everyone

in an organization. We are more

thoughtful, and we recognize and

utilize more of the information that we

have at our disposal, when diversity is

present. That is diversity’s true value.

Delegative or Laissez-faire

Leadership

You two take care of the problem

while I go. . .

In this style, the leader allows the

employees to make the decisions.

However, the leader is still responsible

for the decisions that are made. This is

used when employees are able to

analyze the situation and determine

what needs to be done and how to do

it. You cannot do everything! You must

set priorities and delegate certain

tasks.

This is not a style to use so that you

can blame others when things go

wrong, rather this is a style to be used

when you fully trust and have

confidence in the people below you. Do

not be afraid to use it, however, use it

wisely!

Forces

A good leader uses all three styles,

depending on what forces are involved

between the followers, the leader, and

the situation. Some examples include:

 Using an authoritarian style on

a new employee who is just learning

the job. The leader is competent and a

good coach. The employee is

motivated to learn a new skill. The

situation is a new environment for the

employee.

 Using a participative style with

a team of workers who know their

jobs. The leader knows the problem,

but does not have all the information.

The employees know their jobs and

want to become part of the team.

 Using a delegative style with a

worker who knows more about the job

than you. You cannot do everything

and the employee needs to take

ownership of her job! In addition, this

allows you to be more productive.

 Using all three: Telling your

employees that a procedure is not

working correctly and a new one must

be established (authoritarian). Asking

for their ideas and input on creating a

new procedure (participative).

Delegating tasks in order to implement

the new procedure (delegative).
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Forces that influence the style to

use

 Amount of time available

 Are relationships based on

respect and trust or on disrespect?

 Who has the information—you,

the employees, or both?

 How well your employees are

trained and how well you know the

task

 Internal conflicts

 Stress levels.

 Type of task, such as

structured, unstructured, complicated,

or simple?

 Laws or established procedures,

such as OSHA or training plans

Role and Duties of Principals

The duties of the School Principal are all

encompassing as all aspects of the

schools operations are either directly or

indirectly under his/her jurisdiction. In

general terms of the Principal shall be

responsible for:

(a) The detailed organization of the

school;

(b) The development of the instructional

program;

(c) The assignment of duties to and the

supervision of members of his staff and:

(d) The general operation of the school

facility.

The amount of time a Principal will be

able to devote to administrative duties

will vary according to the size and grade

level of the school, the amount of time

released from teaching, and the demands

of a particular year. However the

following are all included n the powers

and responsibilities of the Principal.

1. Leadership and Climate

a) Continually endeavour to improve the

operating effectiveness of the school for

which he is responsible.

b) Keep informed of current practices

and techniques relating to school

programs, teaching and administration

by attending meetings and professional

development conferences, and reading

professional materials.

c) When not involved in teaching duties,

to devote as much time as possible to the

supervision of the school; observing

methods of instruction and endeavouring

to improve the efficiency of the staff and

the school in general. Keep the

Superintendent fully advised as to the

conditions and needs of the school.

d) Suggest appropriate changes in and

ensure adherence to approved policies,
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practices and procedures within his area

of responsibility.

2. Programming

a) Co-ordinate and foster the

development of programs within the

school to best meet the needs and

interests of the students. This includes

the establishment, supervision, and

evaluation of special education programs

where a child needs one.

b) Assist the teaching staff in the

development, implementation,

modifications, and selection of

curriculum materials, and keep the

Superintendent informed as to any

modifications in or substitution of

approved courses.

c) Develop and support a high degree of

student morale through curricular and

extracurricular activities and services

and co-ordinate the participation of all

members of the teaching staff in the

extracurricular program.

3. School Organization and Staffing

a) Participate with the School Division

Office in the selection of professional,

clerical and support staff.

b) Be responsible for the preparation of

timetable, class lists and schedules, and

supervision schedules and be responsible

for their functioning.

c) Hold regular staff meetings for the

purpose of discussing educational and

administrative matters.

d) Be responsible for the proper

registration and transfer of students in

the school and for the maintenance of

up-to-date student cumulative records.

e) Maintain or direct the maintenance of

other records and files, and the

preparation and submission of reports as

required.

f) Establish appropriate procedures for

the control of all school textbooks,

materials, equipment, etc.

g) Have authority over Faculty of

Education Students accepted at his/her

school.

h) Where there is no Vice-Principal,

designate a member of the teaching staff

of that school to assume the duties and

responsibilities of the Principal in the

Principal's absence and inform the staff

of the person designated.

4. Professional Development

a) Promote the professional and

academic growth of his staff through

staff      meetings, in-service training and

personal contact.
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b) Take an active role in the selection,

planning, and implementation of

professional development activities for

the staff in cooperation with the

Superintendent's Office and the

Division's professional development

committee.

5. Staff Supervision and Evaluation

a) As building administrator the

Principal is responsible for the daily

supervision of the school, its students,

facilitators, professional and support

staff, volunteers, and personnel from

outside agencies.

b) See that every teacher shall be on duty

in the school at least 10 minutes before

the opening of the forenoon session, and

at least five minutes before the opening

of the afternoon session.

c) Shall evaluate the effectiveness of

each member of the staff in accordance

with the establishment plan and shall

forward written reports to the

Superintendent.

d) Be responsible for the development

and conduct of an orientation program

for all teachers new to his staff.

e) See that instructions are prepared for

the guidance of substitute teachers.

6. Student Control and Supervision

a) Establish a climate in which students

can develop self-discipline.

b) To have disciplinary authority over

each student while on school premises,

while going to and from school, while

riding on school buses and while taking

part in authorized school activities.

c) To have authority over activities

sponsored and conducted by the student

organizations of his school.

d) Be responsible for the provision of

supervision of students and student

activities in the school buildings, on

school grounds, while loading or

unloading from school buses, or

involved in field trips or other student

activities sponsored by the school.

e) Work cooperatively with outside

agencies such as Community Health

Services, Children's Aid Society, Child

Care and Development Services,

R.C.M.P., etc.

f) Responsibility to refer to the Public

Health Nurse, any child who appears to

have a communicable disease or to be in

need of attention for other health

reasons.

g) The Principal shall be present with

Police Officers if they interview pupils

in the school.
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h) See that no pupil is allowed to leave

the school grounds on errands without

his/her express permission.

7. Student Evaluation and Reporting

a) To familiarize himself with the

general pupil’s progress and to assist in

its improvement.

b) To Co-ordinate and direct the

evaluation of student’s progress and

achievements and the provision of

regular reports to parents as required by

Board Policy.

8. Communication and Public

Relations

a) Maintain communications with

parents or guardians regarding the total

school program, student achievement,

placement and behaviour.

b) Inform parents of the school activities

through newsletters, information nights,

parent/teacher conferences, etc.

9. Budgeting and Buying

a) Be responsible for the administration

of the instructional supplies budget for

school and the safe keeping of monies or

materials that belong to the school or the

school division. Establish procedures for

the purpose and receipt of materials and

supplies necessary to support the

instructional program. Ensure that there

is a system of accounting for monies

from student activities, student fees, gifts

or other funds belonging to school or to

any student group within the school.

10. Health, Safety, Plant Supervision

a) Develop and foster a sense of pride

and respect for school property so that

the facility is an attractive place.

b) Ensure that all reasonable precautions

are taken to safeguard the health and

general well being of his staff and pupils

of his school. To this end he shall see

that pupils and staff are adequately

trained to make effective any plans

necessary for their safety.

c) Establish procedures whereby the

access of visitors to the school can be

monitored and controlled. This would

include access by salespersons, guest

speakers and former students.

d) Organize and supervise patrols where

applicable, make readily available first

aid supplies and treatment.

e) Inspect the school grounds and school

buildings to see that they are free from

hazards which might cause accidents and

he shall notify the proper authorities of

any conditions which need to be

remedied.



ISSN: 2350-0476
ISSUE-I, VOLUME-I

The Role of Principals and Leadership Styles

INTERNATIONAL JOURNAL OF MULTIFACETED AND MULTILINGUAL STUDIES
Website: www.ijmms.in Email: ijmms14@gmail.com

9

f) In the event of where damage is

serious and appears to have been

deliberate, it shall be reported to the

police department in addition to the

Division Office.

g) Report any accidents or injuries of

students or staff to the Superintendent's

Office on the forms provided.

h) Conduct fire drills as required by

regulations and see that all personnel

within the school are familiar with all

procedures to be followed in case of a

fire. Fire exit signs shall be placed in

each room.

i) Establish effective controls governing

the use of any medication, pain killers

(aspirin, etc.) by students in the school.

j) Assume responsibility for the general

cleanliness and maintenance of his

school.

k) Be responsible for the direction of the

work of Caretaker in the routine cleaning

of the school premises. If difficulties

arise, they shall be reported through the

Secretary-Treasurer.

l) Work with the Secretary-Treasurer in

the planning of capital projects and the

routine maintenance of school buildings

and grounds.

m) The Principal shall control use to be

made of school buildings and grounds in

accordance with Board Policy.

Suggestions

1. The principal will have to use

Participative Leadership Style.

2. The principal has to adopt

authorities & responsibilities also.

3. The principal will have to take

suggestions from various staff members.

Conclusions

The principal uses the various leadership

styles according to the nature of work.

He can use Autocratic leadership style

when there will be a major problem. He

will generally use Democratic leadership

styles. He is not generally using lassies

fair leadership style, because he will

have to handle all the staff, students as

well as management also.
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