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Abstract 

 

 

 This study examined the relationships between leadership competencies of school 

principals and school culture.  The leadership competencies that are examined in this study 

include positive disposition, cultivation of a shared belongingness, support of social 

relationships, focus of vision, enhancing trust and offering and accepting feedback.  The school 

culture was examined through specific behaviors which included professional collaboration, 

collegial and affiliative relationships, as well as efficacy or self- determination.  The study 

accessed the leadership competencies as reported by school administrators as well as school 

faculty, the school culture as reported by both administrators and faculty, as well as examine if 

there is a relationship between school culture and leadership competencies. 

 Two hundred and ninety four secondary teachers and 13 administrators in south Alabama 

were recruited to participate in the study.  Two surveys, the Competency Approach Survey and 

the Self-Assessment School Culture Triage Survey were used to measure perceptions of 

leadership competencies and to rate school culture.  Analysis of data using Pearson’s Correlation 

indicated a relationship exist between perceived leadership competencies and school culture.  

Analysis of data using regression methods indicated that the perception of leadership 

competencies and school culture ratings were not influenced by gender, age of the participant nor 

years of experience. 
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CHAPTER 1: INTRODUCTION 

 

Background 

 The purpose of the study is to examine the relationship between perceived competencies 

of a school principal and school culture.  A school principal’s leadership has a significant impact 

on the school organization (Boyd, et al., 2011).  The competencies that a school leader exhibits 

and shows evidence of are fundamental to the understanding of a school organization (Louis, 

Dretzke, & Wahlstrom, 2010).  Principal leadership, school culture and teacher’s perceptions are 

essential to understand the workings of a school site. 

 The school principal must overcome challenges in order for them to be successful.  The 

principal’s leadership can have a profound impact on the school establishment (Boyd et al., 

2011).  The principal does not have direct impact on student performance but the principal does 

have an impact on the culture of the school.  Organizational culture has been a part of research 

since the 1970s according to van der Westuizen et al. (2005).  Peterson and Deal (1998) stated, 

“Although hard to define and difficult to put a finger on, culture is extremely powerful.  School 

culture impacts all aspects of the school” (pp. 28). 

 As early as 1957, when the Soviet Union launched Sputnik, education in the United States 

became a focus in education due to competition (Zhao, 2009).  This action resulted in the federal 

government passing “The National Defense Education Act” in 1958 (Hunt, 2016).  In the 

decades following, several pieces of legislation have been enacted; one of the most impactful in 

recent years being the “No Child Left Behind Act.”  This Act, enacted in 2002, outlined 
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prescriptive requirements for student progress (U. S. Department of Education, 2015).  The most 

recent Act passed by the federal government is the “Every Student Succeeds Act”.  This Act will 

be fully enacted in the year 2017–2018.  This Act is an accountability act, similar to “No Child 

Left Beyond”, but rolls back the federal footprint and allows  states to determine goals regarding 

proficiency, testing and graduation rates (Klein, 2016). 

 As legislation pertaining to education progressed, “No Child Left Behind” (NCLB) was 

passed in 2002.  This piece of legislation significantly changed the landscape of education.  

NCLB required students in grades 3–8 to take annual standardized tests in the areas of math and 

reading and one time during grades 9–12 (U.S. Department of Education, 2002).  This 

accountability model established that all students reach a “proficient” level in math and reading 

before the year 2014 (Peterson & Ackerman, 2015). 

 The latest reform to improve education is the adoption of the Common Core standards 

(Gewertz, 2015).  These standards create a common set of abilities and skills that a student must 

be taught in each state (Layton, 2013).  The Common Core Standards are a response to a global 

economy.  The standards are to ensure that students are able to compete in an economy and 

society that is ever changing (Conley, n.d.). 

 The role of the principal, with the legislative demands, is vital for academic improvement 

(DuFour & Mattos, 2013).  Creating a collaborative culture and collective responsibility in a 

school is powerful for improving teaching and student learning (DuFour & Mattos, 2013). 

Effective school leadership is often judged by the community, which includes parents, business 

leaders and community groups, by academic achievement (van der Westuizen et al., 2005).  

Furthermore, according to van der Westuizen (2005), parents, if given a choice, will send their 

children to a school that performs well academically. 
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 School culture consists of a number of factors that indirectly impact students’ 

achievement according to Peterson and Deal (1998).  Although there are a variety of definitions 

that exist for school culture, van der Westuizen (2015) defines organizational culture as, “the 

intangible foundation that encompasses common values, assumptions, norms and convictions, 

which serve as guidelines for the behavior of individuals in the organization” [p. 92]. 

 In light of reforms and new initiatives to improve education, many individuals and groups 

continue to develop models to improve the educational system.  Research suggests that a positive 

school culture improves academic performance.  According to Peterson and Deal (1998), it is the 

school leaders that help to identify and maintain a strong, positive, student-focused culture.  

Without the aforementioned, Peterson and Deal (1998), argue that reforms and change can result 

in low teacher and student morale, as well as commitment, which can lead to a negative impact 

on student learning.  Johnson (2014) indicated that concern for others and a focus on student 

success is the best way for principals to improve a school.  Although principals are familiar with 

literature concerning effective schools, most principals do not have a model to achieve greater 

success.        

         According to the literature reviewed regarding the influence of school leadership on school 

culture, there is a link between principal leadership and school culture in the school setting.  

Theorists, including Schein, Deal and Peterson, and Wagner, have provided a basis to understand 

the purpose of this study.  Schein (1996) is one theorist that has contributed to the understanding 

of culture as it relates to the influence on an organization.  A leader is the person who manages 

and creates changes in a culture (Schein, 2004). 

 Deal and Peterson (2002) have specifically focused on leadership and practices that 

impact school culture.  The work of Deal and Peterson concentrates on school culture and how 
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principals can improve school culture and reinforce support of the individuals who are a part of 

the culture.  The shared norms, values and meaningful traditions in school foster improved 

performance (Deal & Peterson, 2002).  Schools that prosper and thrive do so in large part to a 

strong, passionate culture that is reinforced by the principal of the school who grows and 

nourishes a positive school culture (Deal & Peterson, 2002). 

 Christopher Wagner (2007) indicates that school culture is an important and often 

overlooked component of school success.  Wagner (2007) has developed a tool for assessing and 

improving school culture.  His survey tools and information are helpful in developing a deeper 

understanding of school culture at a specific school site.  Wagner’s survey, The School Culture 

Triage Survey (Wagner, 2007), measures specific components of school culture and identifies 

the health or toxicity of a school culture within the school. 

 Although there are various definitions of culture, culture incorporates the values and 

beliefs within an organization (Schein, 2004).  According to Schein, as subsequently stated, a 

skilled leader can create positive change within an organization (Schein, 2004). 

 Principal leadership influences the culture of a school.  Through leadership, a principal 

can influence positive school culture (Habbegger, 2008).  High performing principals share 

common traits in promoting a positive school culture (Suber, 2011).  Creating and nurturing 

relationships with faculty, staff and students in addition to sharing responsibility fosters a sense 

of teamwork in the school environment (Suber, 2011). 

 A principal’s positive support provides the basis for teachers to develop a connection to 

school (Petty, Fitchett, & O’Connor, 2012).  Principals who led successful schools provided 

shared accountability, empowerment and collaboration together in support of teachers (Suber, 

2011).  Principals can provide role modeling, coaching, and guided practice as a form of ongoing 
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feedback to influence culture (Ross, 2010).  Dufour and Mattos (2013) reveled that principals 

can provide support by observing and giving feedback to faculty.  Collaboration and teamwork 

among members of the staff also work provide further support (Zeigler & Ramage, 2013). 

Statement of the Problem 

 Schools, and the leadership within the schools, are expected to cultivate a culture that 

promotes success.  The specific competencies that are needed to be an effective leader who can 

promote a culture of success may not be taught in school leadership programs.  The 

competencies needed for success are learned and developed by the leader as they become more 

effective.  As schools are under increasing pressure to perform, it is valuable to study and better 

understand the competencies needed by school leaders to positively influence school culture.  

The problem is to further analyze current literature and add to the existing research about school 

culture and leadership competency influence.  A review of international studies by Day and 

Sammons (2013) revealed that schools that are improving have a leadership that can synergize 

relevant variables that promote positive school culture.  Additionally, a study by Wagner (2006) 

in which the primary focus was the leader at the school site revealed that a healthy school 

organization consisted of support from leaders at both the school and district levels. School 

leadership, specifically the leader’s abilities and skills, can foster a positive school culture.  

Further research is needed to better understand the practices of educational leadership on school 

culture. 

Purpose of the Study 

 The purpose of this study was to examine the relationship of the influence of leadership 

and leadership competencies on the culture of the school organization. The leadership focus was 

used to determine the specific leadership competencies that affected school culture.  School 
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culture exists throughout a school site and therefore is affected by the leadership. Leadership and 

its impact can be present in many areas of a school such as teachers, office staff, teacher’s aides 

and other groups in the school; however, the purpose of this study was to focus on the principal 

leadership. 

 The method of analysis is quantitative, using survey data to determine if any relationships 

exist between the following: 1) leadership competencies and school culture, 2) teacher’s 

perceptions and school culture, and 3) school culture and principal competencies perceived by 

teachers on four demographic values. 

Research Questions 

           The following research questions were used in this study: 

1. What are principal’s assessment of leadership competencies? 

2. What are teacher’s assessment of leadership competencies? 

3. What is the culture of the school according to principals? 

4.  What is the culture of the school according to teachers? 

5. What is the relationship between leadership competencies and school culture? 

 

Limitations 

 The study has specific limitations.  The study participants were located in the southeast 

region of Alabama.  The study included participants from six high schools in the area.  The 

limitation is related to the proximity of the study and the participants.  The study focused only on 

the perceptions of teachers and principals.  This excluded the values and beliefs of other staff 

members and stakeholders associated with the school.  The small number of pricnipals in the six 

schools limited the perception rating to a small number of participants. 
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 The data collection from participants was performed in a 9–12 week time frame.  The 

potential for more data collection could be presented had participants been given a longer time 

frame.  The data may not be representative of the entire population since some possible 

participants choose not to complete the surveys.  Also, participant’s’ responses are restricted to 

their experience at the current school site. 

Delimitation 

       The delimitations of this study are interpreted by the findings.  The findings are not true for 

all people because they are limited to teachers and principals that chose to respond and complete 

the surveys.  The findings are not true for all people at all times because they focus on a 

particular area of Southeast Alabama. 

Assumptions 

 There is an assumption that a relationship exists among principal leadership 

competencies and school culture.  It is assumed that a leader has an impact on organizational 

culture.  The responses on surveys from both teachers and principals are assumed to be honest 

and authentic.  The assumptions of this study are those that attempt to explain perceptions about 

school culture. 

Significance of the Study 

 A study of principal leadership and school culture is important for a number of reasons.  

First, an understanding of values and beliefs of a school organization can assuredly help a school 

to depict the beliefs and assumptions that are valuable to the school organization.  Furthermore, 

research has been conducted to study the competencies of a leader needed in school sites which 

are generalized to school sites(Orphanos & Orr, 2014).  Lastly, this study might provide data to 

school systems concerning principal leadership competencies that are needed to inspire a positive 
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school culture.  This study was focused in a rural Alabama school system in three secondary 

school settings.  This study can provide further research and results that can help to establish the 

principal leadership competencies that are most influential on a school site organization and the 

culture that exists. 

 In an address in February, 2010, Arne Duncan, the United States Secretary of Education, 

emphasized the importance of principal leadership.  Duncan indicated that the job of the school 

principal has changed over the years from being a building supervisor to that of an instructional 

leader and the training for today’s principal has been subpar with a lack of funding for rigorous 

research and relevant research (U.S. Department of Education, 2010).  Furthermore, Duncan 

committed to increasing the funding for principal training fivefold.  During the address Duncan 

called for transformational change in leadership preparation programs (U.S. Department of 

Education, 2010). 

 Additionally, Arne Duncan launched a Principal Ambassador Program (PAP) in 2013.  

This program was developed due to the recognition of the important role that principals play in a 

school’s success.  The principal plays a vital role in every aspect of a school including 

instruction, school environment and staff performance.  The objective of the Principal 

Ambassador Program is to connect principals’ skills and expertise to policy makers in an effort 

to best execute policies and involve the community in school outcomes (U.S. Department of 

Education, 2013). 

    In November of 2014 Arne Duncan, along with 50 U. S Department of Education 

staffers, spent a week with principals in various schools.  This was part of “Principal Shadowing 

Week.”  The purpose of this was to learn from the principals, see the hurdles faced, and to 

encourage educators to aspire to become principals (U.S. Department of Education, 2014).  
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During these school visits, Rachel Skerritt, who Arne Duncan spent a day with, voiced that the 

visit in her school confirmed, “that leadership matters greatly at a school.” 

 A review of data by Ikemoto, Taliaferro and Fenton (2014) reveals that principal 

leadership has a greater impact on student achievement in a school than that of teachers.  This 

data assuredly points to the importance and significance of understanding the value of perceived 

effective principal leadership. 

 

Definition of Terms 

Collegiality: Teacher’s involvement with peers on any level (Jarabkowski, 2002). 

Competencies: The specific capabilities or abilities a person possess (Gulcan, 2012) 

Culture: The personality of a group of people that presents itself in an organization in its 

values, beliefs, and assumptions, is its culture (Schein, 2004). 

Disposition: Temperament or disposition that is present in a person or an organization 

(Wasicsko, 2007). 

Feedback: Advantageous knowledge or analysis that people may offer to other people to 

make stronger or improve work efforts (Feedback, n.d.). 

Influence: Inspiration or impact of a specific idea or concept (Cashman, 20058). 

Leadership: A skill or skill set that a person embraces that inspires others to act in a 

particular manner (Cushman, 2008). 

Organization: A group of people within a certain area that associate together for 

personal or business motives (Schein, 2004). 

Perceptions: Opinions or views of specific groups or individuals (Russell, Williams, & 

Gleason-Gomez, 2010). 
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Positive: A perspective that carries itself in one’s disposition or outlook on a particular 

person or organization (Wasicsko, 2007). 

Principal: A person in a school organization who holds a position of leadership and must 

ensure adequate education for all students in a school site while adhering to school district and 

state policies (“School Principal.” 1997, p. 1). 

Retention:  Maintaining or continuing a certain position (Boyd et al., 2011). 

Satisfaction: A feeling of contentment or happiness in an individual or an organization 

(Boyd et al., 2011). 

School: An organization that was enacted to provide educational instruction to students 

(Definition of a School Content, 2013, p. 1). 

School District: A governing body that supervises the operations of school sites in a 

particular region for sufficient education while obeying state and local guidelines. 

Trust: Depending on some others person’s capability or competence (Trust, n.d.). 

Vision: An idea or plan that is presented to one’s self or others (Kelley, Thornton, & 

Daughetry, 2005; Mitgang, 2012). 
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CHAPTER 2: REVIEW OF LITERATURE 

 

Introduction 

 The objective of the literature review is to examine leadership competencies and the 

impact they had on teachers’ perceptions of school culture.  The literature review will include 

five sections.  Culture is the first area that will be reviewed.  In order to comprehend the 

characteristics of culture and importance of culture in a school organization it is vital to study 

and understand culture.  Second, the complex nature of school culture will be explored.  The 

third area examined is that of principal leadership.  Specifically, for the purpose of the literature 

review, the role of principal leadership and the related competencies will be examined.  The 

fourth part of the study will explore the impact the relationship between principal leadership 

competencies and the effects they have on culture.  In this area we will focus on how school 

culture is influenced by principal leadership.  Lastly, the fifth area is the study of teacher’s 

perceptions of principals’ leadership and the significance it has on the daily role of the teacher. 

 The literature review will explore the effects that leadership, particularly principal 

leadership, has on teachers’ perceptions of school culture in the organization.  The purpose of 

this research is to contribute to existing data for an improved understanding regarding the impact 

that leadership has on the school culture in an organization.  The literature review will examine 

the leadership competencies that play a role in contributing to a positive school culture as 

perceived by teachers. 
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Purpose of the Study 

 The purpose of this study was to examine the relationship of the influence of leadership 

and leadership competencies on the culture of the school organization. The leadership focus was 

used to determine the specific leadership competencies that affected school culture.  School 

culture exists throughout a school site and therefore is affected by the leadership. Leadership and 

its impact can be present in many areas of a school such as teachers, office staff, teacher’s aides 

and other groups in the school; however, the purpose of this study was to focus on the principal 

leadership. 

 The method of analysis is quantitative, using survey data to determine if any relationships 

exist between the following: 1) leadership competencies and school culture, 2) teacher’s 

perceptions and school culture, and 3) school culture and principal competencies perceived by 

teachers on four demographic values. 

Research Questions 

       The following research questions were used in this study 

1. What are principal’s assessment of leadership competencies? 

2. What are teacher’s assessment of leadership competencies? 

3. What is the culture of the school according to principals? 

4.  What is the culture of the school according to teachers? 

5. What is the relationship between leadership competencies and school culture? 

 

 

Culture 

Defining Culture 
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 Defining culture in any organization is assuredly a difficult task.  The term ‘culture’ has 

been researched and studied over the years.  Many researchers, educators and theorists have 

made an effort to identify the characteristics that would define what is called culture. 

 In the book Organizational Culture and Leadership written by Schein (2010), the author 

relays the findings of his study of culture and the impact on an organization.  Schein writes, 

The culture of a group can now be defined as a pattern of shared basic assumptions that 

was learned by the group as it solved its problems of external adaptation and internal 

integration, that has worked well enough to be considered valid and, therefore, to be 

taught to new members as the correct way to perceive, think, and feel in relation to those 

problems. (p. 18) 

The abovementioned definition gives additional insight into the behavior of a group that shares 

similar assumptions.  Culture sets the common practices, patterns, customs and traditions that 

determine how people act, communicate, behave and solve problems (Ross, 2014).  CEO Ian 

Read of Pfizer argues that culture in an organization influences every aspect of the organization.  

Culture can transform an organization and be the basis for continued success (Ross, 2014). 

Elements of Culture 

 Common to the culture of any organization is organizational values, organizational 

beliefs, and organizational norms (Sherman, 1989).  In an organization behaviors that are 

exhibited result from specific beliefs within the organization.  These beliefs are shared with new 

staff of the organization resulting in like behavior (Bolman & Deal, 2008).  Schien (2010) 

reports that certain beliefs and values result from either members brining beliefs into the 

organization or as a result of being a part of the organization that has developed over a period of 
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time.  To get to the organizations specific beliefs one must understand the values and beliefs that 

are cultivated by the members of the organization. 

 Schien (2010) sets forth the idea that each organization has what he refers to as “genes of 

the culture” in order to describe and better understand the culture.  The comparison to human 

genes allows an understanding that each organization has specific traits and characteristics that 

are unique to that organization.  On the surface of the organization we can observe the behaviors 

or processes of the organization.  The concept of culture by social scientists, researchers and lay 

people alike is a foundation on which to describe behavior (Evan, 1975).  An organization’s 

culture gives the individuals in the organization a sense of reality on which to base behavior 

(Alveson, 1987).  The behaviors of the organization are a manifestation of beliefs and basic 

assumptions of the organization (Schein, 2010). 

 The culture of an organization consists of beliefs, values and ideas of the organization 

that provides the norms for the behavior that is expected of the employees (Hogan & Coote, 

2013).  The beliefs, values and ideas that are communicated by leadership in an organization set 

the tone for the expected behaviors of individuals in an organization.  Assuredly these 

communicated beliefs, values and ideas are powerful and compelling in setting expectations, 

resulting in specific behaviors (Mumford, Scott, Gaddis, & Strange, 2002).  The beliefs, values 

and ideas of the organization serve as a guide or norm on which to base decisions and how to 

approach situations. 

 The underlying assumptions are the implicit assumptions that are taken for granted in the 

organization and are unconscious (Schein, 2010).  These givens are taken for granted in the 

organization and are considered “right” and is applied without thought (Wilkins, 1983).  The 
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individuals in an organization are characterized by the assumptions and the behaviors they 

display as a result of the beliefs and assumptions within the organization (Sackmann, 2002). 

Teachers in a School Culture 

 According to Kent and Deal (2002), the key to a successfully performing school is the 

atmosphere and heart of the relationships in the organization.  This includes an effort to serve all 

students and a shared sense of responsibility between the individuals who are responsible for the 

learning.  Assuredly an important group of individuals in the school site are the teachers. 

 Teachers have varied responsibilities in the school site which contribute to students’ 

involvement in the organization and contribute to the school’s framework (Harrison & Killion, 

2007).  Responsibilities of the teacher include providing content knowledge, encouragement, 

guidance, mentoring, opportunities for learning, and instruction.  Teachers are the leaders in the 

classroom among students. Teachers also provide leadership in areas beyond the classroom.  

With many varied responsibilities, principal leadership that supports teachers and has clarity is 

important in the school (Deal & Peterson, 2009). 

 In order to understand how culture influences the organization it is imperative to study 

culture for understanding of the relationships of the mixture of characteristics of the 

organization.  Cameron and Quinn (2011) explain the enormous influence that culture has in the 

output, or productivity, of an organization.  A variety of individuals exists in an organization, 

and as a result come a variety of cultures that appear and develop.  The effect impacts the 

culture’s workings and output.  Culture explains both the reason that people work and the way in 

which people work (Hofstede et al., 2010). 

 The display of values and assumptions by members in the organization characterize the 

members of the organization (Sackmann, 1992).  These characteristics are of importance because 
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they impact the way that the organization perform and operates (Buchanan, 2012).  Each school 

culture is unique and distinctive.  According to Hongboontri and Keawkhong (2014), cultures are 

created and re-created by the individuals who are considered members.  In a school this may 

include teachers, students, parents, and community members.  In a study of elementary school 

teachers, it was shown that school cultures molded teachers based on the characteristics of the 

culture (Rosenholtz, 1991).  In another finding, the influence of school culture on teachers 

emphasized the power of school cultures (Kleinsasser, 1993). 

School Culture 

 As previously defined school culture refers to the assumptions, values, and beliefs that 

are present in a school setting.  School culture is a pervasive component of a school (Lindahl, 

2006).  Deal and Peterson (1998) states that school culture permeates all aspects of a school 

organization.  This includes the way people act, how people dress, what individuals choose to  

talk about or avoid talking about, if individuals seek out colleagues for help or choose to isolate 

themselves, how teachers feel about their students and their work, and how students feel about 

the school. 

 A school is an institution for students to learn and for teachers to educate the students.  

School culture involves many factors.  According to Muhammad (2009), some of these may 

include behavioral sciences and a history of services provided.  For a school to sustain a positive 

environment there must be student learning and academic achievement, increased graduation 

rates, teacher retention, positive student development, and effective risk prevention as well as the 

promotion of health (Thapa et al., 2013). 
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 The school culture has an impact on many people and on a variety of levels (Zhu, Devos 

& Li, 2011).  School culture is a significant organizational culture that effects the daily lives of 

children and many adults as well (Zhu, et al., 2011). 

 Wagner (2000) describes some of the elements of an effective school culture as staff 

stability, common goals throughout the school, curricular and instructional goals, order and 

discipline, honest and open communication as well as trust, and the recognition of stakeholders 

in school celebrations.  Gary Phillips, the president of the National School Improvement Project, 

states that people are more important than projects.  The way people treat each other, how they 

value one another, how they work together, and how they get along in both a professional and 

personal sense moves us more toward understating school culture (Wagner, 2004). 

 Dr. Chris Wagner, who is a co-director of the Center for Improving School Culture, along 

with a group of peer researchers developed a survey to access school culture and methods to 

improve the culture after assessment (Wagner, 2006).  The assessment tool, School Culture 

Triage Survey, was first developed in 1996 and has been revised on two occasions, most recently 

in 2002 (Wagner, 2006). 

 Wagner’s research (2006) is the basis for measuring three components of the school 

environment.  These three components are 1) professional collaboration, 2) collegial and 

affiliative relationships, and 3) efficacy and self-determination (Wagner 2006).  These three 

elements are foundational and provide the framework for exploring teachers’ perceptions of 

school culture. 

 The first element of school culture, according to Wagner, is professional collaboration.  

Professional collaboration refers to the way individuals or groups of people communicate in a 

school to analyze and improve classroom instruction, solve problems, and increase their 
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professional skills, through mutual sharing, to improve their practice (education.com 2010).  

According to McClure (2008), there is a body of evidence that suggest a positive connection 

between teacher collaboration and student achievement.  Assuredly, teachers and school both 

benefit from collaboration. 

 Collaboration in the school setting can take place through professional learning 

communities and/or professional development.  Professional development includes time that is 

set aside for teachers to offer them the opportunity to work together during the school day or 

after school.  These opportunities encourage a sense of community which is important in the 

school setting (Deal & Peterson, 2009).  These interactions among the teachers form rituals and 

traditions, which are a part of collaboration.  The interactions during collaboration can be 

positive or negative.  The reactions to the positive or negative feelings are then incorporated into 

the school’s culture (Beaudoin & Taylor, 2004). 

 The commitment of teachers to student success is merged into the makeup of properties 

that affect school culture (Muhammad, 2009).  Professional development and professional 

learning communities provide a platform for teachers to share information and feel supported for 

the purpose of positively impacting student performance (McClure 2008).  Assuredly, these 

gatherings serve as a catalyst for collaboration.  When the collaboration is considered not 

beneficial by the participants, teachers may spend time negatively voicing problems they have 

encountered (Deal & Peterson, 2009).  Teachers want to feel productive, so professional time 

utilized for collaboration is most effective when the time is used to share information that helps 

teachers to achieve the intended agenda.  These types of collaborative meetings and trainings 

have an impact on school culture according to Deal and Peterson (2009). 



19 

 Professional learning communities are the professional opportunities where like groups in 

an organization engage in collaboration.  These professional development opportunities and 

professional learning communities can be used to discuss strategies that can be used to ultimately 

increase performance.  One of these strategies may be the discussion of the professional learning 

community as an approach (Deal & Peterson, 2009).  According to Deal and Peterson (2009), 

professional learning communities work together, as a team, to plan and form a “sense of 

community.”  Collaboration provides an opportunity to stimulate enthusiasm between teachers, 

break the isolation of the classroom, and provides a cultural fit between the teachers and the 

organization (Gumuseli & Eryilmaz, 2011). 

 The second element to explore is collegial and affiliative relationships in the school 

(Wagner, 2006).  This element describes how the individuals in the school communicate, interact 

and the level of care for one another.  If the relationships between the school staff consists of 

trust, helpfulness, generosity, and cooperativeness then the relationships between students, 

parents and the community are likely to be the same (Barth, 2006).  Barth (2006) argues that the 

relationships among educators in the school define the relationships in the school’s culture. 

 The third element to be examined is that of self-determination and efficacy (Wagner, 

2006).  The idea of self-efficacy was introduced by Bandura who characterized self-efficacy as 

the extent to which individuals believe they can organize and execute actions that will bring 

about a particular outcome (Silverman & Davis, 2009).  Self-determination includes the need for 

competence, the need for relatedness, or the desire to interact and connect with others, and 

autonomy (Deci & Ryan, 2008).  Assuredly, having a sense of relatedness in the school 

organization is important for understanding the school culture and the factors that are important 

in the culture but also for retention of individuals in the organization. 
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 An individual with a high sense of self-efficacy makes judgments about his or her 

capacity to achieve a particular level of performance.  Teachers with a high degree of self-

efficacy feel a sense of personal achievement, have high expectations for students, feel a 

responsibility for student learning, have a positive view about teaching, believe they can impact 

student learning and have a plan for achieving objectives (Ashton, 1984). 

 Affliative collegiality.  As previously stated, collegial affiliative and collegial 

relationships describe how school members interact and care for one another.  School culture is 

multifaceted with collegial relationships being one component that impacts school culture.  

Culture is a complex network in a school, which make it intricate (Zhu et al., 2011).  The 

interactions and relations of the school members that make up the school organization is 

connected to the school’s culture (Buchanan, 2012).  Collegiality occurs in a variety of settings 

in the school site (Deal & Peterson, 2009).  The teacher interactions that occur in the lunchroom, 

through professional development, in the teacher’s work area, and through the sharing of 

instructional practices are influenced by the culture of the school.  School culture is complex.  

The preceding information explains that culture exist in the everyday interactions and influences 

every element of the school.  School culture is visible in many different ways in a school setting. 

Assuredly, the collegial interactions between school personnel are shaped by the school culture. 

   Professional exchange of ideas.  “Schools that value collegiality and collaboration offer 

a better opportunity for the social and professional exchange of ideas, the enhancement and 

spread of effective practices and widespread problem solving”, according to Deal and Peterson 

(2009, p. 13).  At Monte Vista School in New Mexico, professional collaboration and exchange 

of ideas is a part of the school focus which has led to a culture of collective trust and high 

expectations (Kinzer & Taft, 2012).  Interactions in the school site are deeply woven into the 
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being of the organization according to Deal and Peterson (2009).  The interactions and 

exchanges through collaboration may set the stage for groups in the organization to form that 

affect the culture (Muhammad, 2009).  These groups form a strong bond, through relationships, 

over a period of time that produces a deeply bound connection of the members (Deal & Peterson, 

2009).  It is important to recognize these groups and to also understand the rootedness as part of 

understanding the school (Eller & Eller, 2009).  These particular groups are formed in variety of 

ways, and the disposition of the group influences the culture of the school organization.  These 

groups have “rituals” which will connect to the school organization (Deal & Peterson, 2009, 

p. 93).  For a school to thrive and be successful, it must foster a culture that is positive to better 

the overall performance of the school (Massey, 2013). 

 Informal exchange of ideas.  Informal communication is neither functional nor 

dysfunctional in an organization but does influence the organization (Newstrom, Monczka, & 

Reif, 1974).  In the school setting places that culture can be visible through informal interactions 

is in the lunchroom or the teacher’s work area (Deal & Peterson, 2009).  Teachers in the lunch 

area openly chat about various things such as educational happenings, staff members, and 

student behavior with other colleagues.  This type of interaction is a type of informal interaction 

where teachers discuss occurrences in the school setting.  These informal interactions reflect the 

cultural aspects of the school site but may not be easily observed.  This interaction is referred to 

as “The symbolism of storytelling” (Deal & Peterson, 2009).  Stories shared or talks about the 

subject matter in the classroom are ways that members of the organization may be influenced by 

the opinions and assumptions of other members of the organization.  The interactions, both 

positive and negative, have an impact on the school culture (Muhammad, 2009).  These 

interactions may lead to innovative ideas in the school.  School leaders should identify the 
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impacts of culture within the school, which include teacher and student interactions, which are 

observable on a daily basis, to measure and support the culture (Deal & Peterson, 2009). 

 Classroom culture.  The classroom is a significant place in the school where teachers 

contribute to the culture of the school (Deal & Peterson, 2009).  Teacher planning, methods of 

content delivery, direct teaching and classroom practices provide the basis for the interaction 

between student and teacher.  The interaction and the manner that teachers connect with students 

influence the school culture.  Various teaching techniques and methods also influence the school 

culture.  The various ways methods that are used in the classroom — visual media, kinesthetic, 

auditory techniques — are linked to the disposition and personality of the teacher and are 

connected to the overall school culture (Price, 2012).  The methods and unique way that a 

teacher teaches is related to the teacher’s individuality in the school (Olsen, 2008).  This 

individuality is significant because it has a direct impact on school culture as it relates to values 

and beliefs (Sackmann, 1992).  Assuredly teachers are one connection between people and the 

school that influences school culture.   

 Professional development collaboration.  Professional development training is a 

component of education that allows educators to learn about new standards or innovative 

practices.  These professional trainings and new information influence the culture of the school. 

Professional development occurs in time frames set aside for teachers, ether during a school day 

or after school, which offer teachers the opportunity to collaborate with one another.  These 

collaborative opportunities are important because they encourage community among the faculty 

(Deal & Peterson, 2009).  These interactions are the starting place of certain traditions and 

rituals, which are an important part of collaboration.  The interactions between faculty members 

which result from professional development can be considered both positive and negative.  The 
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reactions and responses from the group’s members are incorporated into the school’s culture 

(Beaudoin & Taylor, 20014).  The commitment of teachers to student success in the school 

setting is woven into the characteristics that affect the school culture (Muhammad, 2009).  

Professional development gatherings are meant to offer methods and means of support for the 

teacher to impact the success of the students.  In addition, the professional development venue 

provides an avenue to foster teacher collaboration.  If professional development meetings are not 

viewed as useful and meaningful, teachers may use the allotted time to negatively vent about 

problems that they encounter during the week (Deal & Peterson, 2009).  Assuredly teachers want 

to feel productive, so professional development time should be filled with information that 

parallels with the agenda and is useful for teachers.  Regular professional development trainings 

additionally have an impact on the culture of the school (Deal & Peterson, 2009).  Recent 

findings show that an organization’s success largely depends on teamwork and collaboration to 

learn, to improve and to be innovative (Poulos, Culberston, Piazza, & D’Entremont, 2014). 

 Professional development meetings can be used for collaboration in like groups within 

the organization.  These groups use the professional development gathering to develop lesson 

plans and share classroom practices.  These professional development group meetings can be 

used to share strategies, like “professional learning communities” (Deal & Peterson, 2009, p. 65) 

used in schools for collaboration.  The professional learning communities are allotted time to 

work together as a team to encourage and cultivate a “sense of community” (Deal & Peterson, 

2009). 

 The meetings are just one opportunity to influence school culture.  It is essential to 

understand school culture and the groups that are incorporated into the culture and the also the 

component of school culture as an organization (Bolman & Deal, 2008).  Teachers that engage in 
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professional collaboration feel included and involved in a “shared meaning” (Deal & Peterson, 

2009, p. 69).  Assuredly, teachers like to assist in decision making and collaborating. 

 School culture implications on academics.  There is research that indicates that school 

culture may impact the academic success of the school.  In a study conducted in 73 middle 

schools in Canada results showed that perceptions of the school environment were significantly 

associated with academic success (Gietz & McIntosh, 2014).  Additionally, research in 29 

schools in Texas indicated that a school’s culture could have a positive or negative effect on 

success (Macneil, Prater, & Busch, 2009).  Schools with a solid culture that are understood by 

the leaders, have both better scores and increased teacher satisfaction.  These studies indicate the 

impact that school culture has on student performance in a school site.  The importance of school 

culture and the related factors are represented by the results of the schools’ academic success. 

 The culture of a school perhaps has the most significant impact on student achievement.  

The mass of research citing the critical role of school culture in determining school success is 

overwhelming (Cleveland, et al., 2011).  School culture is extremely powerful and important for 

improving academic success of students (Cleveland, et al., 2011). 

 According to Certo and Fox (2002) reflections of greatness are evidenced in a school that 

promotes knowledge through its culture.  The cultural environment impacts teachers’ instruction 

and student learning (Johnson, Kraft, & Papay, 2012).  Assuredly, it is good for a school to 

embrace the culture and for leaders to cultivate an environment that thrives on student academic 

success.  This creates an environment that can be optimistically accepted and positively impact 

the teaching of students in the school setting.  For instruction to continually improve, the heart of 

such improvement lies within the culture of the school (Fox, 2014). 
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 School as a Cultural Organization 

 Organization defined.  Organization is defined as a group of people organized for some 

end or work (dictionary).  In the school setting, school culture or culture explores the inner 

workings of the organization.  Bolman and Deal (2008) explain that organizations have 

individual values that are unique to each school and these values are what culminate the group 

into an organization.  Assuredly, one way to examine the impact of leadership in a school is to 

view the school as an organization. 

 Self-determination/efficacy.  In defining the school as an organization it is understood 

that school beliefs and values of the school site members has the important task of instructing 

students (Saphier, King & D’Auria, 2006).  According to Deal and Peterson (2009), 

organizational cultures as it relates to the school organization, is a concept that identifies what 

motivates educators and what drives the success of the school.  Assuredly, in a globally 

competitive environment the success of students and their performance is imperative to success 

as a whole for both individuals and our nation.  The school organization is one that should 

encourage individuals to excel. 

 The school organization is in the business of educating students (Deal & Peterson, 2009).  

Self-efficacy is the self-perception of one’s ability to competently complete a task or perform a 

function (Clark, Clark & Brey, 2014).  This perceived self-efficacy correlates to an individual’s 

belief that they can perform a behavior with a desired outcome which in turn leads to self-

determination (Clark, Clark & Brey, 2014).  In a school organization self-efficacy is the belief a 

teacher has in his/her abilities to bring about student engagement and learning even among those 

students who may have difficulty or are unmotivated.  Teacher efficacy is considered to be a key 

of both teacher professional behavior and student learning (Clark, Clark, & Brey, 2014). 
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 In a school setting every individual in the school has the role of helping students attain 

knowledge needed to succeed (Purinton, 2013).  Effective organizations have members who 

desire to do their best work and are knowledge driven and desire to be there (Kaplan, 2011).  

According to Shaugnessy (2004), teachers who exhibit high self-efficacy are more likely to have 

students who achieve and as a result more likely to remain in the teaching profession. 

 Each member of the school organization has an obligation to participate in the role to 

success.  Assuredly, the member’s contributions will be paramount when the members’ 

perceptions of the organization are positive.  When faced with obstacles, individuals with high 

self-efficacy are more likely to persist in problem solving (Demir, 2008).  Self-efficacy is 

connected to the collective efficacy of the school (Demir, 2008).  Collective efficacy in a school 

culture refers to working relationships which are voluntary and evolutionary leading to a 

collaborative relationship among teachers that is likely to enhance capacity beliefs for 

accomplishing shared goals (Yu, Leithwood & Jantzi, 2002).  School members must respect each 

other and value each other’s position and input as an appreciation of others (Deal & Peterson, 

2009).  

 If teachers believe they are able to impact student learning in a positive manner, teachers 

set higher expectations, exert greater effort, and are more resilient when things are difficult 

(Tschannen-Moran & Hoy, 1998).  Self-efficacy can be enhanced through evaluation and 

feedback from peers and colleagues as well as self-reflection.  Engaging in these activities can be 

promoted by leadership (Runhaar, 2010). 

 According to Daly and Chrispeels (2005), each member of the school organization is to 

be a part of a process by which everyone performs a job that complements the success of 

students.  In this type of organization, leaders contribute efforts to motivate the potential of the 
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members of the school organization.  The potential of a school organization can be enhanced 

when leaders contribute to the school culture with positive actions and efforts.  The school as a 

culture should agree about the goals and decisions of the school, as a sense of cohesion (Wagner, 

2006). 

Leadership 

 The study of leadership is essential when examining organizational culture.  According to 

Bolman and Deal (2008), leadership is not providing visions nor giving things but rather it is 

offering oneself and one’s spirit.  Cashman (2008) describes leadership as trustworthy power, 

through core values, talents and purpose, which motivates worth in other individuals.  Schien 

(2004) asserts that leaders have beliefs that are part of the leader’s individual cultural 

background.  Senge (2006) maintains that leadership includes five dimensions that include 

thinking, personal mastery, mental models, team learning and shared vision.  When a leader 

becomes part of the organization the leader is the catalyst for these dimensions.  Growth in these 

dimensions allow for individuals to continually expand their capacity to create results they 

desire, promote an environment where new and expansive patterns of thinking are nurtured, and 

create an environment where people learn to see the whole reality together.  When a leader is 

genuine in his/her influence, the organization will benefit from the environment, which is why it 

is important to study leadership and the influence of leadership within an organization (Llopis, 

2013).  When employees strongly identify with the leader or supervisor in the organization this 

identification results in a positive emotional connection to the organization and has a positive 

effect on the perceived organizational support (Stinglhamber, Marique, Caesens, Hanin, & 

DeZanet, 2015).  It is important for a leader to appreciate the role he or she possesses and the 

influence the he or she has in an organization.  The essentials of leadership include a central 



28 

compass, clarity in communication, value and support everyone they lead, know when to get out 

of the way, are accessible, and understand character and integrity.  Furthermore, the qualities of a 

leader in an organization are based on these principles that a leader possesses, and it is important 

that the leader is aware of his or her principles (Eich, 2012). 

 Self-assurance, self-management, and effective communication that includes empathy 

and relationship skills are social competencies of strong leadership that involves emotional 

intelligence (Goleman, 2014).  Taking time to forge human connections gives a leader leverage 

that he or she would otherwise not have (Goleman, 2006).  The person-to-person climate created 

by positive interactions allows principals to be more effective.  Sociologists have recorded that 

emotions ripple outwards with the strongest intensity of emotion coming from the strongest 

person (Goleman, 2006).  This strong figure can be the classroom teacher in the classroom, or 

the principal in a staff meeting.  The influences of a leader within an organization are based on 

the beliefs, values and principles the leaders possesses, so it is important that the leader is 

mindful of his or her beliefs, value and principles.  

 The values that impact the school organization are the leaders’ viewpoints, viewpoints 

that are expressed in ways that are encouraging (Collins, 2001).  These encouraging behaviors 

and ways can occur through interactions the leader engages in within the organization (Cashman, 

2008).  The similarity of values between the leader and the subordinates impacts the quality of 

exchange between the individuals.  The more similar the values of the individuals, the higher 

quality the exchanges can be (Ashkanasy & O’Connor, 1997).  The outlook and values of the 

leader will define the role that the leader displays in the organization (Senge, 2006).  The 

leader’s alignment will have a great impact on the culture that he/she creates (Kihlmann, 2010). 
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 A leader practices many roles in the leadership of an organization (Kaplan, 2011).  Each 

of these roles is just as important and influences the culture of the organization.  Goleman, 

Boyatzis and McKee (2013) state that the leader in an organization powers the inner working of 

the organization and that great leadership works through emotions.  Assuredly, the leader is 

responsible for ensuring the success of the organization through his or her influence.  The leader 

must be responsible for being integrated in the culture of the organization to provide influence 

and encourage the members of the organization to meet the needs of the organization 

(Kuhlmann, 2010).  The magnitude of the impact of culture in an organization is important to 

grasp when seeking to understand the influence of culture (Karakose, 2008). 

 The leader is only one person of influence in an organization; other leaders are present 

who lead departments, divisions, and various disciplines that participate in the success of the 

organization.  Every organization has a titled leader but other leaders in the organization play a 

role in the organization’s culture and influence (Covey, 2008).  Other individuals who work as 

leaders in different areas of the organization influence others by means of providing support to 

other members which further clarifies that influence of many in the organization.  When there is 

a larger leader that impacts other leaders in an organization, then the business will show 

significant accomplishments as well (Maxwell, 2013).  Leaders in an organization motivate 

others and also serve as a mentor who can serve as a guide in showing others how to act (Kouzes 

& Posner, 2007).  The influence of a leader combined with the importance of the leader position 

affects the organization. 

 In a leader, it is important to understand that their leadership style encompasses many 

parts of their individual characteristics.  One significant and positive characteristic of a leader is 

to be mindful.  Awareness, or mindfulness, can be explained as the part of being that allows a 
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leader to expand conscious experience, and enable a leader to filter and make distinctions that 

impact decision making and reasoning.  This may include awareness of bias, personal prejudices, 

assumptions, and preconceptions (Block, 2014).  When a leader is conscious and aware, the 

leaders understands that his or her actions impacts others.  This is efficacious to the organization 

as a whole and to the culture. (Cashman, 2008).  It is important for a leader to know that impact 

that one has on others (Kuhlmann, 2010).  Most assuredly, what a leader does and says impacts 

others in the organization.  Ruiz (2001) clearly emphasizes in his book The Four Agreements, the 

importance of speaking impeccably when speaking.  This includes saying only the things that 

one means, speaking with integrity, avoiding gossip or negative talk, and of utmost importance 

using the spoken word in the direction of love and truth (Ruiz, 2010).  Words have a 

considerable impression and outcome on relationships built with others.  It is critical for a leader 

to have this awareness and understanding (Maxwell, 2013).  A leader’s behavior is representative 

of the organization so he or she must practice impeccable words in an effort to maintain the 

truthfulness of his or her leadership in the organization.  Certainly, this is a simple yet powerful 

task that should provoke thoughtful choices in the leader when considering his or her impact on 

others.  

 In addition to thoughtful leadership, a leader should inspire others to achieve excellence 

(Eich, 2012).  Organizations have the power to achieve brilliant things with the inspiration of a 

strong leader (Deal & Peterson, 2009).  Leaders who do not inspire others cheat the organization   

of the brilliance that could be otherwise achieved (Wagner, 2009).  Baldoni (2012) states that 

people want to believe in and be a part of a greater cause than themselves.  People want to feel 

that they have significance and worth in their lives; they want to feel included and intimately 

connected (Heathfield, 2015).  Leaders have the responsibility to ensure that the individuals are 
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inspired and the organization is performing at its best (Kouzes & Posner, 2007).  Understanding 

and appreciating the positive implications of modeling, speaking and inspiring are all important 

aspects of a positive leader, including leaders at a school. 

Leadership in Schools 

 School leadership is considered crucial to the success of a school and to educational 

change (Hauge, Norenes, & Vedoy, 2014).  Leadership has an immense impact on the success of 

a school.  In his book The Leader in Me, Covey (2008) explains the positive impact that 

developing leadership had on a particular school in Raleigh, North Carolina.  He states that 

ageless life principles have a profound impact on every aspect of life, particularly in leadership.  

Leaders are present in every aspect of a school’s functioning and operation.  This functioning 

and performance influences the results of an organization (Goulet, Jefferson & Szwed, 2012).  

Leadership can be present in various individuals in the schools setting.  This may include the 

principal, teachers, school support staff and students (Covey, 2008).  The principal is considered 

the leader of a school and is charged with implementing the values, standards and ideals to 

ensure student achievement (ten Bruggencate, Zluyten, Scheerens, & Sleegers, 2012).  The 

school leader has a strong influence on the development of cooperation, innovation and 

professionalism (ten Bruggencate et al., 2012).  Just as principals are the leader in the school, the 

teacher is considered the leader in the classroom.  Teacher leadership is an important part of 

student success.  Teachers being included in decisions that impact students empower teachers to 

make positive contributions in the classroom (Cosenza, 2015).  Developing leaders in various 

members of the school comes from including individuals in decisions through collaboration and 

dialogue in order to create effectiveness in the school (Patton, 2015).  School secretaries and 

school staff are important players in managing and contributing to various aspects of the school 
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organization.  It is important to understand that leadership exists in a variety of ways and 

includes the entire school organization 

 Leadership is more significant than just a title or label.  Leadership can be used as tool to 

influence others as well as a means of providing collaboration among staff which results in 

having the power to develop the organization and affect the culture of the organization in a 

positive manner (Turan, 2013).  In the school organization, leadership promotes an environment 

of shared sense of what is important, a shared commitment and a shared philosophy of caring 

(Peterson & Deal, 1998).  When the school accepts the leader the culture is more positive (Deal 

& Peterson, 2009).  It is vital that a leader understand the meaning that is created in the school 

with students and the relevance to culture (Branch, Hammons, & Rivkin, 2013).  Strong 

leadership in a school is supportive and encourages high quality, innovative teaching and 

learning, which leads to enthusiasm and success (Engels et al., 2008). 

 Leadership impacts every individual that is associated with a school, including teachers, 

students, parents, staff members and community members.  Leadership makes a difference in 

creating academic optimism and that optimism impacts academic success (McGuigan & Hoy, 

2006).  Leaders create academic optimism by developing the belief within the school that 

academic achievement is important, that faculty members have the ability to help students 

achieve, and establishing a sense of trust with parents and students (McGuigan & Hoy, 2006).  

When students arrive at school, parents must know that children are learning and growing while 

at the school (Deal & Peterson, 2009).  The school is a community and every person has an 

impact on the students in the learning environment (McGuigan & Hoy, 2006). 

 Within the school vision, dreams and meaning connect each person to the organization.  

These connections between the individuals associated with the school tie in to the culture of the 
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school (Deal & Peterson, 2009).  Culture is a vital component of school success.  As a result a 

leader must recognize and comprehend the influence he or she have to impact the culture of a 

school (Louis & Wahlstrom, 2011).  An effective leader promotes change and teacher leadership 

in order to create the best learning environment for students (Louis & Wahlstrom, 2011). 

 Principal defined.  A general definition of a school principal is the person who engages 

in the process of influencing a group of individuals to achieve common goals in a school. 

(Northhouse, 2012).  A principal has the task of ensuring school success through leading and 

guiding on many levels (Deal & Peterson, 2009).  In recent years the need for better leaders in 

schools has sparked research regarding leadership in successful schools (Hall, Rutherford, Hord 

& Huling, 1984).  In an era of school accountability a school principal is required to be an 

educational leader.  This means that a principal must influence teachers and students for the 

purpose of creating a culture that produces academic success (Okutan, 2014).  Principal 

effectiveness as an instructional leader requires a focus on improving instruction, improving the 

learning climate, and an impetus for student achievement (Backor & Gordon, 2015). 

 A principal is responsible for ensuring that a school is operating within the policies of the 

school district.  The school principal serves as the educational leader who is responsible for 

managing the policies, and regulations to ensure that all students are provided a safe environment 

in which students can achieve academic excellence (Principal Job Description, n.d.).  This 

description is a general definition which does not encompass children as individuals nor the 

individuals who influence the culture of the school.  Five key components of a quality principal 

include a focus on academic success for all students, creating a climate that is hospitable to 

education, developing leadership in others, improving instruction and managing people, data and 

processes (Wallace Foundation, 2012).  A superior principal creates positive outcomes for the 
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school (Certo & Fox, 2002).  In addition, a principal is tasked with the responsibility of caring 

for each member of the school (Roekel, 2008).  The promotion of a positive school culture in a 

school is the charge of a principal who is an extraordinary school principal (Holloman, Rouse & 

Farrington, 2007). 

 Ensuring teacher morale is an essential role of a school principal.  Research indicates that 

teacher morale can have either a positive or negative impact on school culture.  A successful 

principal can provide the energy and vision for shifts in teacher morale (Meyer, Macmillan & 

Northfield, 2009).  There is a relationship between effective principals and teacher morale 

(Hunter-Boykin, Evans, & Evans, 1995).  Surely, a school principal is the leader who is to make 

certain that morale among employees is such that school culture is shaped and changed in a 

manner that produces success. 

 Principal as a leader.  The term ‘principal’ is used to describe and define the person 

who is in charge of managing the operation of a school; however, a principal is the leader of a 

school (Fullan, 2002).  Certainly, the most important role of a principal is to be the leader of the 

school.  Fullan (2010) states that the key to quality is founded in the power of leadership.  

Oftentimes the role of the principal is managerial in nature.  Schools need a principal to support 

achievement and promote success within the school.  Being a leader of learning is a role the 

principal must take responsibility for, identify with and understand (Purinton, 2013).  Lambert 

(2006) states that to influence and impact improvement in a school, a principal must understand 

the role of the school leader. 

 Inspiring others is one of the important leadership roles of a school principal.  Principal 

practices, including leadership styles, support and encouragement are influential in the school 

setting (Orphanos & Orr, 2014).  This influence extends beyond the school faculty and staff and 
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onto the school grounds (Bayler, 2012).  Aligning the objectives of the organization within the 

school is the responsibility of the principal (Branch, et al., 2013).  This influence has been shown 

to have a positive impact on student outcomes (Orphanos & Orr, 2014).  Positive leadership 

influence through good communication, shared decision making, respect, care and trust are 

common variables that lead to valuable outcomes (Anderson, 1982).  With knowledge of this 

impact, it is necessary for principals to lead a school with positive processes, actions and 

practices (Boyd et al., 2010). 

 Assuredly positive leadership has an immense influence on the school organization.  

Leadership is an important factor affecting organizational innovation, when leaders provide 

motivation and inspiration (Hsiao & Chang, 2011).  Supportive leadership is positively 

associated with an organization (Hsiao & Chang, 2011).  This support and positive influence 

provides energy, direction and increased cohesion for the organization, which results in a 

positive atmosphere (Hsiao & Chang, 2011).  It is the responsibility of the school principal to 

establish and develop the quality of the school (Holloman et al., 2007; Mitgang 2012).  The 

influence of a school leader extends to all areas of the school (Supovitz, Sirinides, & May, 2010). 

 Leaders modeling positive oriented leadership have a desirable influence on the 

performance and attitudes of those within the leadership influence (Avey, Richmond & Nixon, 

2012).  A positive state or positivity is an important component for an improved educational 

organization (Maxwell, 2013).  The role of good school principal includes creating positivity 

through collaboration, interactions, communication, shared responsibility and encouragement by 

the leader (Tubin & Pinyan-Weiss, 2015).  When principals model their actions, individuals in 

the organization may change their performance based on this modeling (Lambert, 2006).  A 

principal, as the leader of a school, must exhibit the behaviors they want to observe and establish 
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in the faculty and staff of the school (Kouzes & Posner, 2007).  A leader must recognize the 

influence and impression they have on others on a daily basis within the school organization 

(Gulcan, 2012; Kaplan, 2011). 

 The leader of an organization will imitate behaviors that will reflect personal values that 

are important (Schien, 2004).  A leader is a person who can motivate, influence, guide others and 

give good examples (Gulcan, 2012).  Leadership behaviors and practices are strongly associated 

with increased teacher commitment, engagement, and effectiveness (Orphanos & Orr, 2014).  

Leadership influence has a strong and direct impact on teacher satisfaction (Orphanos & Orr, 

2014).  A competent leader, in the role of a school principal, which possesses specific 

characteristics of leadership, can benefit the culture of the school organization (Gulcan, 2012).  

Leadership Competencies of Principal 

 The leadership competencies that a school principal demonstrates can have a positive 

impact on the culture of a school (Devita, Colvin, Darling-Hammond & Haycock, 2007).  

Meaningful change in an organization’s culture occurs when effective leadership involves the 

members of the organization in planning and implementing desired changes (Leech & Fulton, 

2008).  The competencies of a leader include the traits or characteristics the individual exhibits in 

interactions that differentiate outcome performance (Steiner & Hassel, 2011).  Some believe that 

leadership competencies can be taught while others believe that these traits are innate behaviors 

(Doh, 2003).  Leadership competencies that are research driven and practice proven include 

fostering effective relationships, visionary leadership, leading a learning community, providing 

instructional leadership, developing and facilitating leadership, managing school resources, and 

understanding and responding to societal context (Mombourquette, 2013).  Other, more specific 

competencies considered in research include fostering a shared vision, cultivating a shared 



37 

belonging, developing trust, a positive disposition and advancing the offering and accepting of 

feedback.  These competencies provide a framework for examining teacher’s perceptions of 

leadership competencies and the impact on school culture. 

 Cultivate a shared belonging.  The traditional role of the principal and teacher has 

evolved over recent years.  The changes includes a focus on improved organizational teamwork 

in which all members assume roles in decision making in an effort to improve the school (Leech 

& Fulton, 2008).  Belonging means to be a valued member of the school organization while 

maintaining individuality (Quay & Quaglia, 2005).  This belonging creates a sense of support 

and connectedness that increases intrinsic motivation through fostering self-confidence and 

community investment (Quay & Quaglia, 2005).  Belonging can be enhanced by encouraging 

faculty and staff to be accepting of one another, displaying value and respect of individuals, and 

providing opportunities for staff to feel connected (Quay & Quaglia, 2005).  According to 

Kouzes and Posner (2012), a feeling of belonging can have a positive and significant impact on 

work commitment and attitudes.  Examples of this can be observed in a sense of loyalty to the 

organization, stronger feelings of personal effectiveness, reduced levels of job stress, a sense of 

teamwork and facilitate a consensus of organizational goals (Kouzes & Posner, 2012). 

 Teachers want to be involved and be connected to the school (Margolis, 2008).  A 

stronger association to the principal occurs when teachers participate in the leadership roles 

(Margolis, 2008).  When teachers are allowed to help in the school and decision making, this 

provides opportunity for the teacher to connect to the culture of the school (Lattimer, 2007).  

Some faculty want to be given the potential to have an input in making decisions of the school, 

especially those decisions that affect them (Hahs-Vaughn & Scherff, 2008).  Teacher 

participation in decision making is based on the assumption that if decisions are made closer to 
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the user or consumer, better decisions will be made and great satisfaction and commitment will 

exist (Keung, 2008).  In a study by Keung (2008) the results indicate that a teacher’s perception 

of shared decision making impacts teacher commitment, job satisfaction and feelings of 

involvement.  When teachers are allowed to contribute to the choices made in the school this 

increase teacher retention (Hahs-Vaughn & Scherff, 2008).  Low attrition rates can be a sign that 

teachers are happy and have a sense of belonging.  In a study by Lloyd (2012) it was found 

through a personal interview that a teacher who was leaving the profession was doing so because 

she did not feel connected or did not feel that she belonged (Lloyd, 2012).  Without a doubt 

when members of the school organization are connected, receive encouragement from the 

principal, and feel a sense of belonging, this promotes a positive school culture.  This human 

relationship in “inspired schools” are the heart of the educational accomplishments (Michael & 

Young, 2005).  Findings by Chiang (2003) indicate that 54% of administrators surveyed felt that 

human relationships and connectedness was the most important characteristic of principal 

leadership. 

 Support social relationships.  The interaction between a school principal and teacher 

can be the positive foundation on which to build trust and support between the two (Price, 2014).  

A principal can facilitate relationships that build hope, support and trust. In a school many 

relationships exist.  Findings by Price (2014) indicate that principals who are more social with 

teachers have a positive correlation with the teacher’s perceptions of support and trust.  This 

teacher perception of support and trust also impact student learning (Price, 2014). 

 A principal can also influence a teacher’s outlook on the teaching profession through a 

relationship that provides encouragement, praise and support (Habegger, 2008).  Principals 

develop these relationships with teachers through interactions and communication that is 
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frequent.  A principal can be the individual who makes an individual feel like they fit in the 

organization (Habegger, 2008).  This feeling occurs when the relationship promotes positive 

emotions that provide a foundation for an individual to remain in the organization. 

 Relationships in the school setting, particularly the interactions between the principal and 

teachers, can impact teacher empowerment (Balkar, 2015).  This empowerment of teachers 

affects the efficacy of teachers according to Balkar (2015).  School leaders that engage in 

interactions that encourage cooperation between teachers empower teachers which is vital for 

educational reform and success (Balkar, 2015). 

 Fostering collaboration also assists in developing relationships in the classroom and helps 

teachers act as resources for one another.  A principal should offer collaborative opportunities 

and time which provides occasions for teachers to form relationships (Mihans, 2008).  These 

social relationships provide support and encouragement for teachers (Baker-Doyle, 2010).  These 

interaction and the relationships formed are an important component of the identity of the 

individuals in an organization (Cooperrider, Whitney, Stavros, & Fry, 2008). 

 Collaboration.  Teacher collaboration has become a focus of the school organization in 

an effort to continue school improvement in the face of educational challenges such as changing 

curriculum, teacher turnover and shifts in instruction (Schiff, Herzog, Farley-Ripple, Iannuccilli, 

2015).  Collaboration is a key component of a working environment that allows teachers to 

develop relationships that impact their job satisfaction (Johnson, et al., 2012).   A collaborative 

environment and teacher relationships assuredly are important in the school organization. 

Leaders of a school foster teacher collaboration by promoting a school culture that is positive 

(Yager & Yager 2011).  Research indicates that in the school organization interpersonal 

interactions play a key role in promoting collaboration, job satisfaction and an overall positive 
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and open school culture (Elma, 2013).  Teachers want to work in a school with a positive culture 

which affects attitudes and retention in the school (Habegger, 2008).  When collaboration and 

positivity come together, better results are possible for the organization which includes student 

success (Massey, 2013).  A quality learning environment surely is a necessary element for 

learning to occur.  A school principal who motivates collaboration in the school setting promotes 

success in the school organization (Picucci, Brownson, Kahlert, & Sobel 2002).  

 Collaboration takes place in both formal and informal settings in the school. Furthermore, 

collaboration happens in teacher to teacher, teacher to paraprofessional, educators, home care 

givers and whole building systems (Conoly& Conoly, 2010).  Both collaboration and storytelling 

are ways in which teachers can learn from one another (Deal & Peterson, 2009).  A collaborative 

team that provides social support can broaden an individual’s thought-behavior range and 

enduring personal resources (Conoly& Conoly, 2010).  People with relationships to other 

individuals they trust and depend upon are more productive, healthier, and happier (Conoly & 

Conoly, 2010).  When a principal encourages these interactions, it helps staff members create 

connections in which they share, which provides meaning for one another (Beaudoin & Taylor, 

2004).  These relationships provide happiness for teachers and give them opportunities to 

become connected (Olsen, 2008). 

 Collaboration can be both formal and informal.  Professional development is one source 

of formal collaboration where teachers share instructional strategies and ideas, whereas informal 

collaboration occurs when teachers initiate learning with colleagues.  It is suggested in a study by 

Jones and Dexter (2014) that both formal and informal collaboration are important in order for 

teachers to achieve the maximum benefit of the collaboration.  Professional collaboration not 

followed by informal collaboration provides a holistic system for teacher learning.  Learning 
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between teachers can be accomplished through collaboration and with storytelling (Deal & 

Peterson, 2009).  Teachers in organizations can achieve collaboration through peer learning 

through lesson portals, chat rooms, web sites, as well as face-to-face contact to share ideas, 

resources, instructional strategies, use of technology, and so forth (Jones & Dexter, 2014).  

Teacher interacting with one another and other staff members sharing stories and discussing 

educational topics provides meaning for teachers.  When a principal encourages these 

interactions, it also facilitates relationships among faculty members in which they can share 

information which leads to a sense of meaning for the members in the organization (Beaudoin & 

Taylor, 2004).  The relationships built in this process are one element of teachers finding 

happiness in the work environment and allowing teachers to feel connected (Olsen, 2008).  The 

cooperation of school faculty and staff socializing is important for the school and a positive 

environment (Purinton, 2013).  This type of sharing, collaboration and social interactions, occurs 

when the leadership is understood, decisions are shared, and faculty collaborate for the best 

outcomes.  The consequences of these interactions may be the social benefits of the members of 

the school organization (Massey, 2013).  These gains are just one way in which collaboration can 

support social relationships by evaluating best results practices. 

 Principals who stimulate and provide opportunities for collaboration provide better 

possibilities for success in the school by providing new possibilities through collaboration 

(Lamanauskas, 2014).  Teachers have a need to feel that what they do has meaning and this is 

built as relationships are built, one avenue for this is collaboration.  Collaboration boosts the 

expectancy of success (Rourke & Boone, 2009).  Collaborations support constructive and 

meaningful relationships with peers, which studies indicate have a positive impact on teacher 

attrition rates (Certo & Fox, 2002).  These positive relationships and important social 
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interactions between teachers produce feelings in the members that are meaningful for the 

members of the school organization (Killeavy, 2006).  Collaboration allows for teachers to find 

meaning in their work, which has a positive impact on school culture (Roekel, 2008).  

 Focus of vision.  The vision of an organization is a realistic, credible, and attractive 

future for the organization that contains beliefs and values that people find worth pursuing. 

(Watkinson, 2013).  Vision for a school is surely imperative because it establishes a common 

path for the individuals connected to the school.  According to Maxwell (2013), the vision gives 

an organization a purpose.  Developing and having a vision is an important feature of leadership 

(Maxwell, 2013).  This vision or path gives teachers a clear purpose and contributes to a positive 

school culture.  The principal assuredly has the influence to create this vision.  A principal who 

is effective leads the shaping and managing of the vision for a school (Ritchie, 2013).  According 

to Kotter (2012), when a school has a vision it provides a goal and objective for the members of 

the organization. 

 The principal’s ability to manage the vision is imperative to the organization (Devita, 

Colvin, Darling-Hammond & Haycock, 2007).  A clear school vision and the values within the 

vision are the foundation of the school culture (Rhodes, Stevens, & Hemmings, 2011).  The 

vision has a profound effect on whether teachers and administrators value teamwork, tradition, 

innovation, and collaboration (Rhodes, Stevens, & Hemmings, 2011).  The vision and values are 

vital to the success of an organization because they have a direct bearing on how the individuals 

on the organization respond to the school operations (Schien, 2004).  A positive school culture 

depends on the vision that is created by the school principal and is clearly shared with the 

individuals connected to the organization (Jerald, 2006). 
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 A shared school vision is the driving force behind school culture (DePorter & Reardon, 

2013).  Defining the attributes of a culture of excellence is the cornerstone of the vision and the 

principal leadership is a pervasive force in staff members adopting the vision resulting in positive 

culture (DePorter & Reardon, 2013).  In addition to the vision and values contained within the 

vision, another component for developing a positive school culture is trust (Rhodes, et al., 2011). 

 Enhance trust.  A school leader will undoubtedly benefit the school organization with 

the ability to develop trust.  According to Vodicka (2006), trust impacts many people in the 

school.  Trust is the glue that unites the leader and followers in an organization and provides the 

leader a path for success (Mineo, 2014).  Trust impacts the entire school organization.  In a 

school setting parents trust the school to educate their children, principals trust teachers to teach, 

and teachers trust themselves to provide instruction for student learning (Byrk & Schneider, 

2003).  Hanford and Leithwood (2013) state that leadership behaviors that contribute to trust in 

an organization include competence, consistency and reliability, openness, respect and integrity.  

Three broad categories of activities that promote trust in an organization include vision, 

alignment and execution (Mineo, 2014).  A leader can increase levels of trust by creating clarity, 

being inspirational, having open dialogue, being credible, and having mutual respect (Mineo, 

2014).  This increase in trust allows members of the organization to feel trusted and valued 

(Louis, Dretzke, & Wahlstrom, 2010).  A principal can employ activities through leadership 

skills that promote trust in a school (Louis, et al., 2010).  According to Covey (2008), when there 

is an increase in trust there is a direct connection in an increase in the success.  Individuals 

achieve more when they feel trusted and when they can trust the organization they work for 

(Mineo, 2014).  Higher performance of individuals results in the increased achievement in the 

school.  In one study by Byrk and Schnieder (2003), trust was the foundation for sustained 
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reform and improvement.  Furthermore, trust is a key aspect of teachers being willing to 

participate in learning and sharing ideas (Louis & Wahlstrom, 2011). 

 Leaders have the capability to enhance trust through relationships and feedback (Covey, 

2008).  Stephen Covey (2006) states that trust is the one essential component of a relationship or 

business in order for productivity to exist.  Positive interactions among personnel increase when 

a leader promotes trust (Maxwell, 2013).  In a school, the trust of faculty is significant.  Research 

by Tschannen-Moran and Gareis (2014) shows that without faculty trust a principal cannot be 

successful.  Furthermore, the findings of this study suggest that faculty trust in a principal leader 

is directly related to student achievement and the elements that promote a positive school 

climate.  Enhancing trust, which leads to more positive interactions, is surely important for a 

leader to attain success. 

 Offer/accept feedback.  Trust in only one component of the leadership competencies a 

principal needs for success.  Feedback is also an important element of successful leadership.  

Research by Johnson, Kraft, and Papay (2012) studied the working conditions of teachers and 

factors that contributed to teachers’ job satisfaction.  The findings indicate that the elements of 

social nature are the most important in teacher satisfaction and building a positive culture.  One 

of these social elements is the need to be involved in meaningful communication and a culture 

where the principal cares for the needs of others.  The research explains the effectiveness of 

feedback and the role of the principal to enact feedback and to make the feedback both consistent 

and meaningful.  Feedback creates an opportunity to address teachers’ needs as well as create an 

effective working environment for the school (Johnson et al., 2012).  An effective principal 

creates an environment that is responsive to teachers (Johnson et al, 2012).  The school principal 

is the leader and the most important figure in teacher effectiveness, instruction and job 
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satisfaction (Massey, 2013).  Effective feedback opportunities provide the foundation for 

impacting higher learning (Hindman, Rozzelle, & Farley, 2015).  Effective dialogue between 

teacher and principal provide a powerful growth opportunity (Hindman, et al., 2015).  

 Feedback is not only a positive comment or words on accomplishments and successes, 

but open communication that allows teachers to interact with the principal regarding school 

procedures, which affect the culture of the organization (Ingersoll, Merrill, & May, 2012).  

According to Kopkowski (2008), feedback includes principals and teachers interacting and 

having the social comfort of sharing feedback about school process and practices.  When 

teachers have a sense of input and influence about operational outcomes of the organization, they 

feel that their work is effective (Mitgang, 2012).  Teachers may have this influence if principals 

interact by asking for their feedback on school processes.  In other words, principal leadership is 

key in influencing and sharing the role of leadership with others in the organization (Mitgang, 

2012).  When principals share leadership, through open feedback and interactions, it facilitates 

teachers feeling valued (Mitgang, 2012). 

Teachers’ Perceptions of Principal Leadership 

 There are a number of different individuals who make up the school organization and 

impact the school culture.  Of great value are the teacher’s perceptions of principals when 

considering leadership in the school.  The leadership a principal establishes impacts the teachers 

by affecting the culture of the school (Certo & Fox, 2002).  When teachers work in an 

environment in which they feel the principal promotes an atmosphere that is embracing, teachers 

feel supported.  These positive feelings increase the successful outcomes of the school (Johnson, 

et al., 2012).  Findings by Aytac (2015) indicate that teachers who perceive a high level of 

management talent from the principal have a high level of commitment to the organization.  The 
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findings further suggest that there is a direct correlation between teacher commitment and 

teacher perception of leadership management. 

 Teachers’ perceptions are a product of both culture and perceptions that have been 

formed within the school culture (Sackman, 1992).  High quality leadership improves teacher 

engagement and commitment in meeting organizational goals (Balyer & Ozcan, 2012).  The 

skills of a good leader have been shown to be a positive factor in the performance of teachers as 

well as increasing job satisfaction among teachers (Baylor & Ozcan, 2012).  Teachers’ 

perceptions of competent leaders increase an innovative climate and intellectual stimulation.  

Teacher’s perceptions of leadership are important for schools to continue to improve and 

increase success (Lambert, 2006). 

 Teachers’ perceptions of the school leadership have influence on several factors that 

affect the culture of the school.  One of these factors is leadership (Moir, 2008).  The way that 

teachers’ perceive a principal’s leadership is a major factor for teachers and in the school 

(Russell, Williams, & Gleason-Gomez, 2010).  A skilled administrator can increase teacher 

motivation, longevity, and commitment (Russell, Williams, & Gleason-Gomez, 2010).  In 

research by Lasseter (2013), teacher job satisfaction was greater when they perceived collegiality 

and support for the administration.  Furthermore, school wide satisfaction was greater when 

classroom autonomy and administrative support was perceived on a school wide basis.  The 

Perceptions of school leadership skills impact teacher and a schools’ success (Macneil et al., 

2009).  Schools able to sustain a positive school culture, with strong leadership, have students 

who report both strong and positive interactions with teachers (Durham, Bettencourt, & 

Connolly, 2014).  Principals who create and sustain a positive culture improve the overall 

performance of the school (Picucci, et al., 2014). 
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 Research by Odhiambo and Hii (2012) examined teachers, students and parents 

perceptions of school leadership and the competency of the principal in the school.  Results 

indicate that teachers’ perceive the principal leadership as an influential and important 

component of the school organization.  Teachers feel that principals are important to school 

success.  Positive principal leadership influences how teachers work and interact; this is 

important for school success. 

 Research by Balkar (2015) indicates that culture contributes to building relationships 

based on trust and communication.  Teachers who feel that they work in a culture of trust, 

distributive leadership, participative decision making, meaningful professional development, and 

teacher autonomy have a sense of empowerment (Balkar, 2015).  Teachers’ perceptions of 

leadership create teacher empowerment which is necessary to both carryout and continue school 

reform.  Additionally, Balkar (2015) explains that leadership characteristics are conducive to the 

members of the organization being highly involved in the organization which leads to positive 

outcomes.  Teacher satisfaction was rated as the highest outcome in which teachers’ perceive 

that the principal is competent and exhibits competent practices. 

Teacher Satisfaction as Related to School Culture 

 Research suggests that the positive principal leadership has a beneficial impact on teacher 

satisfaction.  Shaw and Newton (2015) surveyed teachers in fifteen schools and found a 

significant positive correlation between teacher’s perceptions of principal leadership and teacher 

job satisfaction.  Tlusciak and Dernowska (2015) explain that there is a direct relationship 

between work satisfaction and worker productivity.  Tlusciak and Dernowska (2015) explain that 

the combined satisfaction of teachers, students, parents and principals makes up the quality of the 

school, including achievement.  A school with a positive, non toxic culture is a place where 
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teachers have common goals, support, collegiality, common decision making, innovation and a 

place where success is celebrated.  The organizational culture and energy has an impact on the 

quality of work for those employed in the school.  The research results show that supportive 

principal behaviors in addition to directive behaviors were significant in the satisfaction of 

teacher satisfaction.  In general when teachers feel supported by the principal, better results are 

possible for the school which is connected to teacher satisfaction (Fox, 2002; Johnson et al., 

2002).  Communication, through talking and interacting, has a productive consequence on the 

culture of the school (Ingersoll et al., 2012). 

 Positive culture.  Research conducted by Karakose (2008) investigated the perceptions 

of school teachers on principal cultural leadership behaviors.  The study involved 308 teachers 

using the Cultural Leadership Scale to rate teachers perceptions.  The results of the study show 

that principals impact the school culture through their practices of leadership.  For a principal to 

develop a strong school culture they must exhibit skills that are equitable, tolerant, honest, and 

respectful in addition to creating a vision, motivating students and staff.  If the principal does not 

model the skills that develop a positive culture, teachers will not connect to the strengths within 

the culture.  Principals shape a school culture in positive ways when they share leadership and 

take responsibility for shaping classroom improvements (Louis & Wahlstrom, 2011).  Principals 

who create opportunities for other to have influence have the ability to create a positive culture 

(Louis & Whalstrom, 2011).  Teachers believe that the school principal has a strong influence on 

a school culture (Karakose, 2008).  

 Negative culture.  A negative and unconstructive leadership style of a school principal 

can impact the school organization in an unproductive manner (Lambert, 2006).  Working in a 

school that has a “bad mood,” which may include negativity, resentment, despair or suspicion, 
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can have devastating consequences.  This can lead to low morale which influences what people 

as individuals or as a collective group are willing to accomplish (Scherer, 2014).  In contrast, 

when a principal displays actions that are positive, the impact on the school is more likely to be 

positive (Cohen, Shapiro & Fisher, 2006).  When leadership has a positive impact on the school 

there is a greater chance that there is teacher satisfaction.  When there is a negative leadership 

style present, the opportunity for collaboration and a sense of community diminish greatly 

(Rourke & Boone, 2009).  Assuredly, teachers need positive leadership in an effort to create and 

sustain school improvement. 

 Efficiency.  School efficiency is a characteristic that impact teacher satisfaction in the 

school organization.  According to Murphy (2009), efficiency, in general terms, seeks to improve 

performance with using the same or fewer resources.  Strategies that improve efficiency are 

necessary for success.  In the school setting examined by Murphy (2009), efficiency was not 

considered as important for turnaround efforts.  Principals were shown to improve the school 

when teachers perceived that the leadership engaged in actions that demonstrated efficiency.  

From a teacher’s perspective, leadership skills, which include efficiency, are important in the 

school (Kelley, Thornton, & Daugherty, 2005).  Without a doubt, leadership skills impact the 

culture of the school, the environment in which teachers work and may also impact teacher 

satisfaction. 

 Feedback.  Research indicates that teacher feedback is an important component in a 

professional teaching environment (Sahin & White, 2015).  A school principal that influences 

success creates a supportive environment, strong communication, and recognizes outstanding 

work both inside and outside the classroom.  These behaviors, when exhibited by the principal, 

increase teacher efficacy and teacher retention (Kass, 2013).  Research by Kass (2013), explains 
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that principals who provide clear communication, two-way communication, provides positive 

feedback and enables teachers to take risk without penalty have teacher faculties who report 

higher self-efficacy as opposed to other leadership styles.  Teachers feel that principal feedback 

deeply influences their meaning for teaching and teacher satisfaction (Johnson et al., 2012). 

Connection of Leadership and Culture 

 Teacher retention and positive school culture.  Teacher retention refers to a teacher 

staying in the present school and not transferring to another school nor resigning.  Research 

indicates that principal leadership can impact the retention of teachers.  Principals influence 

teacher growth and teacher retention through the culture they promote in the school.  Teacher 

satisfaction is influence by a variety of factors which include factors that impact the school 

culture such as leadership, values of the school, relationships within the school, and teacher’s 

feeling of belongingness (Skaalvik & Skaalvik, 2011).  Research conducted by the National 

Center for Education Statistics were examined to explain teacher shortages (Ingersoll & Smith, 

2003).  The results explained that teachers’ perceptions of school leadership in the organization 

are significant.  Teachers want to work in an environment that is caring and provides a positive 

culture.  Retention is increased if leadership is strong and positive.  When teachers are retained 

the school site may be positively affected. 

 A study in a North Carolina school district sought to explain high teacher retention rates 

of twenty principals (The Principal Effect, 2004).  The study explained that these principals had 

common traits.  One trait was that of an entrepreneur.  These principals were able to articulate 

school goals, diagnose and resolve problems, and synthesize information.  Another trait shared 

was that they were teacher-focused.  They frequently gave feedback to teachers along with 

support.  The third common trait was leadership skills that included team building, working with 
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diverse groups and time management.  Assuredly all of these traits contribute to the creation of a 

school environment that is instrumental in retaining high quality teachers.  In a survey of 217 

teachers regarding reasons for leaving the teaching profession, six of the top eight reasons 

involved the environment of the school (Hughes, 2012; Wyn et al., 2007).  Principals have an 

enormous impact on teacher satisfaction and retention.  Teachers want to work in an 

environment where they have high levels of administrative support, clearly communicated 

expectations and autonomy (Hughes 2012; Liu, 2007).  Principals have a great deal of influence 

when it comes to providing support and an environment that increase job satisfaction.  Principals 

who understand their level of influence perform leadership actions that promote both a positive 

working relationships and environment (Hughes, 2012).  Teachers are retained in large part by 

the display of leadership competencies. 

 Teachers, particularly those with slight experience, are fleeing the profession at alarming 

rates (Easley, 2006).  In research by Easley (2006), findings suggest that the interactions of the 

principal with others and effective leadership impact the school and teacher retention.  This 

research explains that principal support, leadership and interactions influence teacher retention 

and attrition.  Principal leadership impacts how teachers behave (Louis et al., 2010). 

 Leadership is an important factor concerning teacher retention (Mitgang, 2012).  In a 

study completed by the Wallace Foundation (2013) on principal leadership, research indicates 

that leadership is associated with school achievement.  The study states: “The principal is the 

single best determinate of whether teachers want to stay in their schools, which suggests that 

better leadership may be a highly cost-effective way to improve teaching and learning” (p. 25).  

This information clearly details that leadership is important for teacher retention and for school 

success. 
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School Performance 

 Vision.  Organizations, both schools and businesses, are either moved forward or 

hampered by the leader’s understanding of the structure, power and dynamics of the 

organization.  The leadership determines the direction of an organization (Russell, Warren, 

Minnick, & Richardson, 2011).  A small study was conducted in a school district in south 

Alabama.  This purpose of this study was to examine barriers and goals to improve school 

success.  The results established that participants in the study shared a common interest in 

collaboration, the sharing of ideas, and communication to establish common goals as means to 

improve the schools within the system (Russell et al., 2011).  Successful leadership is composed 

of several characteristics; one of those characteristics is a clearly articulated mission and vision 

(Hays, 2013).  Research was completed in four charter schools in Boston that assessed successful 

leadership.  It was found that high expectations and a mission and vision shared by the 

community were imperative for success.  Although each leader had a unique way of creating the 

expectations and a shared mission and vision these were common characteristics in every school.  

The study explains that site-based competent principal leaderships can propel the academic 

success in a school (Hays, 2013).  When a leader has a clear vision; the vision positively affects 

the teachers and the success of the school (Maxell, 2013).  Principals should understand culture 

and that culture has an influence on the academic performance of the school (MacNeil, Prater, & 

Busch, 2009). 

 Accountability.  Accountability ensures that leaders and mangers engage in appropriate 

conduct in which leaders take responsibility for specific actions or practices of an organization 

(Argon, 2015).  In education accountability has increased the pressure on principals to take 

action to increase student achievement (Argon, 2015; Balci, 2011).  The goal of accountability in 
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a school is to maximize student achievement by means of increasing the quality of teaching and 

training of teachers (Argon, 2015; Koçak, Turan, & Aydoğdu, 2012).  Argon describes 

accountability as, “… the situation of being able to answer for your work to the people who are 

affected by it, the people you serve in your field in the organization, and the case of taking 

responsibility for any negative situation” (p. 930).  In a qualitative research study by Argon 

(2015), the views of teachers’ regarding characteristics of principal accountability were studied.  

The results indicate that the ability to explain decisions, display transparency, providing clear 

and accurate information, be responsible and be democratic are behaviors that are imperative for 

accountability. 

 It is important for principals to influence in a positive manner.  Schools are more 

successful with principals who take responsibility of their leadership role to promote a positive 

school culture (Engels et al., 2008).  The most important role of accountability for a school 

principal is that of creating a school climate that supports students and teachers in order to 

improve student performance (Cisler & Bruce, 2013). 

 Principals, as leaders, have an important role in the success of the school and their 

accountability is vital to school success (Puriton, 2013).  Through impacting school culture 

principals have the ability to influence student success (Branch et al., 2013).  Accountability can 

be a significant factor in a principal setting a direction for a school.  This can lead to a principal 

giving focus to teachers, raising expectations, and an increasing achievement (Jacobson, 

Johnson, Ylimaki, & Giles, 2005). 

 Interpersonal skills.  The interpersonal skill of a school principal impacts the culture of 

the school.  Relational skills are essential to strong sustainable school leadership (Bryk & 

Schneider, 2002; Donaldson, Marnick, Mackenzie, & Akerman 2009; Fullan, 2003).   Successful 
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principals develop the skills of becoming an effective consultant, a mediator and consensus 

builder, and a person who values relationships.  As an effective consultant, a leader can listen to 

concerns and help translate the concerns into actionable learning strategies that improve student 

performance.  A leader who acts as a mediator exhibits conflict management skills that help to 

improve emotional responses among members of the organization.  Demonstration of consensus 

building allows a leader to develop action plans to move individuals to consensus on issues.  A 

principal who has a value system that places a high priority on people sends a powerful message 

to the individuals in the school that everyone’s voice counts (Donaldson, Marnick, Mackenzie, & 

Akerman 2009).  

 Research by Williams, Persaud, and Turner (2008) examined leadership tasks that were 

associated with a positive school environment.  The study involved eighty-one schools in the 

Metro Atlanta area.  Of the five tasks that were related to school climate, the interpersonal skill 

of the leader was significantly and positively associated with the reported school climate.  

Leaders who are aware of their ability to change the organization in a positive way do so with 

relational skill and positive interactions with the individuals tied to the organization (Rath & 

Clifton, 2007). 

Conclusion 

 The objective of this literature review was to investigate leadership competencies and 

their influence on a school organization culture.  The review initially defined school culture.  The 

definition along with an explanation of the importance of culture and its influence were 

addressed.  Culture is the shared values and beliefs that are considered valid that are present in an 

organization (Schein, 2004).  Culture refers concepts that the group members share that are the 

foundation for the norms, values, patterns, behaviors, traditions and rituals of the group (Schein, 
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2004).  Following the review of culture in an organization, the literature review centered 

specifically on school culture.  School culture is shared value and beliefs that explain “how we 

do things around here” (Deal & Kennedy, 1983).  School culture can produce dramatic results in 

a school when channeled in a positive direction (Deal & Kennedy, 1983).  School culture is 

observable in a school organization and is complex (Deal & Peterson, 2009). 

 School leadership was also examined.  School leadership influences a school’s culture.  

Leadership skills generate leadership influence which impacts the overall success and 

effectiveness of the school organization (Kaplan, 2011).  The school principal can transform a 

school culture by paying attention to small but important details that will improve school 

performance (Deal & Kennedy, 1983).  A leader should be cognizant of the impact of his or her 

leadership (Cashman, 2008).  The principal, as the school leader, can strongly impact school 

culture (Price, 2012).  The principal has a leadership role that requires that he or she provide care 

at a variety of levels (Deal & Peterson, 2009). 

 The leadership competencies that a leader practices have been shown to have an effect on 

the school organization.  A positive school culture is assuredly one of the results of strong 

leadership.  Principal leadership competencies are better assessed when offering a teachers’ 

perspective; teachers are stakeholders in the school.  Teachers are the primary strength in a 

school site.  Teachers’ perceptions about leadership competencies are valuable and contribute to 

efficacy (Certo & Fox, 2002).  Effective leadership that leads to sustained success in a school is 

made of many dimensions that involve a unity of people (Garza, Drysdale, Gurr, Jacobson, & 

Merchant, 2014). 

 Teachers’ perceptions of principal leadership have an impact of teacher satisfaction.  

There is a significant link between the overall job satisfaction of teachers and the behaviors of 
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the school leader (Menon, 2014).  Teacher retention is also affected by teachers’ perceptions of 

leadership competencies (Ingersoll & Smith, 2003).  Literature also indicates that teacher 

perceptions of leadership has an influence on overall school performance as well as school 

culture (Mendels, 2012).  Research has identified the impact and importance of teacher’s 

perceptions of principal leadership on school culture. 

 Literature indicates that leadership has a meaningful impact on school culture and the 

various aspects of the school organization.  Quality leadership exhibits behaviors that promote a 

positive school culture.  These leadership behaviors affect teacher retention, teacher satisfaction, 

school performance and school culture.  Understanding influence and power is an important 

component of leadership.  The organizational member and the power of a positive culture can 

increase success and performance in the organization.  In order to continuously improve and 

sustain improvement in a school, leaders must have an understanding of the importance of their 

leadership competencies.  The power of leadership competencies is central to the school culture. 

Summary of Review and Implications 

 The review of the literature investigated existing research regarding the connection 

between leadership and the culture of a school.  The topic of leadership has been studied for 

many years and will continue to be studied.  School culture is an area of study when assessing 

the factors that impact the school.  Chapter one introduced the topic and concepts.  Chapter two 

examined the research on school culture and principal leadership for understanding the 

importance of each.  Chapter three will offer the methodology used to analyze school sites by 

interpreting leadership competencies of principal leaders as reviewed in the literature, along with 

the assessment of the school culture.  The methodology will assist to examine any connection 

between leadership competencies and school culture.  This will be done by identifying which 
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leadership competencies are important as perceived by teachers, and which are present in current 

school sites.  The leadership competencies will be measured as well as the wellbeing of the 

school culture in order to determine leadership affects on school culture.  Table 1 provides 

identification of the connection with the research questions and each specific question from the 

measurement tool. 

 

Table 1 

Relationship of Research Questions and Measurement Tools 

Questions from the Competency Survey Approach Citations and Theory Research Question 

 Positive Disposition: The principal leader 

reflects a positive attitude and shows 

appreciation of staff. This may include 

encouragement and positive interactions. 

 Cultivate a shared belonging: The 

principal offers others to share leadership 

connecting staff to activities in the school. 

 

 Support Social Relationships: the 

principal facilitates relationships among 

the staff with use of collaboration and 

regular communication. 

 Focus of Vision: The principal has a clear 

focus on what he or she believes is 

important and on what is needed in the 

school. 

 Enhance Trust: The principal trusts others 

and promotes trust in others. The 

principal encourages relationships built on 

trust. 

Daly & Chrispeels, 2005; 

Wasickso, 2007 

 

 

Deal & Peterson, 2009; 

Lattimer, 2007; Picucci, 

Brownson, Kahlert, & Sobel, 

2002 

Habegger, 2008; VanMeale & 

VanHoutte, 2012 

 

 

Mitgang, 2012; Massey, 2013 

 

 

 

Bryk & Schneider, 2003; 

Handford & Leithwood, 2013 

What is the relationship between 

leadership competency and 

school culture? 

 

What is the relationship between 

leadership competency and 

school culture? 

 

What is the relationship between 

leadership competency and 

school culture? 

 

What is the relationship between 

leadership competency and 

school culture? 

 

What is the relationship between 

leadership competency and 

school culture? 
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CHAPTER 3: METHODS 

 

Introduction 

 A school site is an establishment where instruction occurs in an effort to prepare students 

with knowledge so that each individual can learn and grow in order to be productive in society.  

Fostering a positive school culture is an important aspect of a school (Deal & Peterson, 2009).  

Culture is an important part of a school organization.  Understanding the features of school 

culture is helpful in making schools better and resulting in success (Zhu, Devos, & Tondeur, 

2014).  This study explores the effect of principal leadership on school culture. Specifically, this 

study seeks to examine teacher perceptions of principal leadership and cultural implications in a 

quantitative method.  Teacher’s perceptions of principal leadership are an important part of 

culture and positivity in a school site (Certo & Fox, 2002). 

 

 Purpose of the Study 

 The purpose of this study was to examine the relationship of the influence of leadership 

and leadership competencies on the culture of the school organization. The leadership focus was 

used to determine the specific leadership competencies that affected school culture.  School 

culture exists throughout a school site and therefore is affected by the leadership. Leadership and 

its impact can be present in many areas of a school such as teachers, office staff, teacher’s aides 
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and other groups in the school; however, the purpose of this study was to focus on the principal 

leadership. 

 The method of analysis is quantitative, using survey data to determine if any relationships 

exist between the following: 1) leadership competencies and school culture, 2) teacher’s 

perceptions and school culture, and 3) school culture and principal competencies perceived by 

teachers on four demographic values. 

Research Questions 

           The following research questions were used in this study: 

1. What are pricnipal’s assessment of leadership competencies? 

2. What are teacher’s assessment of leadership competencies? 

3. What is the culture of the school according to principals? 

4.  What is the culture of the school according to teachers? 

5. What is the relationship between leadership competencies and school culture? 

 

Research Methodology 

 The method used in this study was a quantitative correlation design.  The study used a 

sampling of current certified teachers and administrators who work in rural school systems in 

Alabama.  The research methodology used two surveys.  The surveys are a mix of different 

forms of questions.  The first survey, which was used to determine the competencies of principal 

leadership, was developed by Veronica Glover (2015; see Appendix A).  It is called the 

Competency Approach Survey and is based on leadership trait approach.  The second survey was 

the School Leader’s Tool, which is used to assess school culture (Wagner, 2006; Appendix B).  
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This survey was used to determine the school culture as interpreted by the members in  the 

school site (Wagner, 2006). 

Measurement Tool I: The Competency Approach 

 The Competency Approach emulates the Trait Approach.  The Trait Approach is used to 

ascertain the traits of a leader and has been published in various studies.  The Trait Approach 

focuses on integrated and coherent patterns of personal characteristics that foster effective 

leadership and ability to lead an organization (Zaccaro, 2007).  This style of approach suggests 

that an organization is influenced by a leader’s competencies or leadership traits (Northouse 

2010).  This type of survey was used by Stodgill (Northouse, 2010) to establish the type of 

leadership traits that a leader possessed.  The Trait Approach has influence through traits and a 

specific set of qualities (Heifetz &Sinder, 1991).  This study focused on competencies, which 

replicate the Trait Approach Design.  The competencies examined in the literature review of this 

research will be implemented in the survey.  The competencies assessed in the survey are listed 

in Appendix A.  The leadership competencies are measured in the Competency Approach with a 

list of sources cited with the competency.  This Competency Approach was developed by Dr. 

Veronica Glover (2015).  Six competencies — positive disposition, shared belonging, social 

relationships, focus of vision, trust, and feedback — were determined to be significantly 

important in principal leadership and appropriate for measuring principal leadership 

competencies after conducting a literature review. A Cronbach’s Alpha analysis was completed 

to assess the internal consistency reliability. The results of the Cronbach’s Alpha is found in the 

in the Instrumentation section of the research. Permission for use of this survey in the study has 

been given by the author Veronica Glover (Refer to Appendix C for the approval letter). 

Measurement Tool II: The School Culture Triage Survey 
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 The School Culture Triage Survey, developed by Wagner (2006), is used to determine the 

health of the school culture by leadership in school sites.  This survey was given to teachers to 

complete after participants have completed the leadership survey that will access the relationship 

between perceived effective leadership and the health of the school culture by assessing 

professional collaboration, affiliative and collegial relationships, and efficacy or self-

determination.  Surely, if participants perceive the school leadership as poor, then the culture 

would be considered unhealthy by the given survey (Refer to Appendix B ). The School Culture 

Triage Survey is used on a national level by Wagner to determine the health of a school culture 

and effectiveness.  The author of the survey, Chris Wagner, has granted permission to use the 

survey in this study (Refer to Appendix D for approval letter). 

Participants 

 The individuals included for recruitment in this study include 294 certified secondary 

teachers in Southeast Alabama.  Thirteen principals and assistant principals were included for 

recruitment at the five high schools which participated in the study. A total of 36 5 of surveys 

were returned.  The five high schools, ranging in size from approximately three hundred eight 

students to two thousand one hundred eighty-one students, are represented in this study.  The 

range of the teacher experience varies from one year to thirty-five years.  The participants in the 

study included seventy-five percent female and thirty-five percent male.  

 Participants were recruited after the investigator received approval by the two school 

district representatives at the system level (See Appendix E for approval letters).  After approval 

at the district level, the principals at each school site were contacted in a face-to-face setting and 

informed of the scope of the study and the approval received from the district level to recruit 

participants at the school site.  During the face-to-face contact with the principal, approval letters 
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from the district contacts were provided in addition to a copy of the information letter and the 

participant survey (see Appendix E).  After contact with the school site principals, the researcher 

e-mailed each group of teachers at the various schools for initial contact about the study (see 

Appendix G for the initial e-mail contact).  The initial e-mail explained that study along with 

information about the research and the purpose of the research.  In each school system surveys 

and information letters for recruitment were distributed by placing the information letter along 

with the two surveys in teacher mailboxes.  In each school teachers could place the completed 

surveys in a mailbox that was labeled with the researcher’s name.  Since the delivery of the 

surveys was not in direct contact with teachers and there is no identifying information included 

in the survey, the survey were anonymous and not linked to the surveyor directly.  After the 

initial surveys and information were placed in teacher mailboxes, a follow up e-mail was sent as 

a reminder to recruit participants for the study (see Appendix H). 

 The survey does not directly link the personal information of the surveyed to the 

assessment only demographic data.  Each survey included an information letter regarding 

Consent without a Signature if he/she agreed to participate in the completion of the survey.  All 

data collected are being kept confidential and only results and data will be shared with the 

researcher and the dissertation committee as the research is gathered. 

Context 

 The context of this study is two school districts located in South Alabama.  This first 

system consists of a county school system in which the secondary schools range in size from 311 

to 687 students.  The other system is a city school system which consists of only one secondary 

school that has a student population of 2281 students.  The teacher to student ratio reported for 

the schools range from 15:1 to 17:1 across the schools.  The schools reported a graduation rate of 
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greater than 90%, with the average graduation rate for the schools being 92.5% for all school 

combined. 

 The study focused on a total of six secondary schools.  Each high school has one 

principal.  The smallest school has one assistant principal and the largest school has five assistant 

principals serving in an administrative role.  The varied number of administrators is dependent 

upon the student population.  The focus of this study examined the leadership of the principal 

since he/she is the administrative leader that are held most accountable for school achievement 

and growth. 

Instrumentation 

 The Competency Approach Survey (Appendix A) is an instrument developed by Dr. 

Veronica Glover (2015) to measure traits of the principal leader based on traits that the leader 

possesses.  These traits, which are referred to as competencies, are skills and abilities that a 

leader utilizes in the school organization to promote school success.  A Cronbach’s Alpha was 

used to analyze the internal consistency reliability of the Competency Approach. The 

competency scale consisted of six pairs of Likert scale responses. Cronbach’s Alpha for the 

competencies were .71, .71, .80, .72, .71, and .72 respectively. Conditions and statements 

determine what behaviors a principal uses and engages in to lead an organization.  The 

competencies are listed below: 

 Positive disposition (Daly & Chrispeels, 2005) 

 Supports social relationships (Sergiovanni, 2004) 

 Cultivate a shared belonging (Margolis, 2008) 

 Focus of vision (Mitgang, 2012) 

 Offer/accept feedback (Massey, 2013) 
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 Enhance trust (Louis, Dretzke, & Wahlstrom, 2010) 

This survey was distributed to 294 teachers and 13 principals.  The survey explored the 

leadership behaviors of principal leaders as perceived by both teachers and administrators.  The 

survey gathers information on the leadership behaviors that coincide with practices that the 

current literature review indicates are factors in school success and of importance.  

 The Competency Approach Survey uses a Likert scale rating.  This type of survey defines 

the type of competency and then asks the observer to indicate the extent that the leader displays 

or possesses this competency.  The first option was used to determine how important the 

participant feels the given competency is (Importance Rating).  The second option is used to 

determine to what degree the current leader displays the given competency (Competency 

Rating).  The options used on the Likert scale are: 1 = Strongly disagree, 2 = Disagree, 3 = 

Neutral, 4 = Agree, 5 = Strongly agree.  In reviewing principal leadership, the literature indicates 

six leadership competencies that have an impact of school culture.  The six competencies include 

positive disposition, social relationship support, cultivation of shared belonging, focus of vision, 

enhance trust, and offers/accepts feedback. 

 The scoring for this survey will be determined by the average level of leadership 

competencies present in the current principal leader along with the importance of each 

competency as indicated by teachers’ perceptions.  The scores will be evaluated by the amount of 

importance each competency is given by the teacher, along with the frequency that the teacher 

sees this competency present in the behaviors of the current principal leader.  For both scores, the 

six individual items will be averaged together to create scores that retain the original 5-point 

metric in the evaluation of any correlation between principal competencies and school culture. 

The score range is from 1 –strongly disagree to 5- strongly agree. 
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 The second survey that was administered concurrently with the Competency Approach 

Survey is the School Culture Triage Survey (Appendix B).  The School Culture Triage Survey is 

used to measure the wellbeing of the school’s current culture (Wagner, 2006).  The School 

Culture Triage Survey assesses specific behaviors that include 1) Professional collaboration, 2) 

Affiliative and collegial relationships, and 3) Efficacy or self-determination (Wagner, 2006).  

These three behaviors are expected to measure the school culture and the positive connection 

with accomplishments in the school site (Wagner, 2006).  The survey tool aims to assess the 

health of the school site culture.  This survey uses a Likert scale style that rates the consistency 

in which the statements are present in the school site.  The survey tool gives the participants five 

choices in which to rate the behaviors of the principal leader.  The rating for the School Culture 

Triage Survey are: 1 = Never, 2 = Rarely, 3 = Sometimes, 4 = Often, 5 = Always or Almost 

Always (Wagner, 2006).  These options give the participant a chance to assess the current state 

of the culture according to the individual teacher’s perceptions.  The five individual items will be 

averaged together to create scores that retain their original 5-point metric. The score range is 

from one to-five. A rating of one indicates never and a rating of 5 indicates always or almost 

always. 

Reliability 

 The School Culture Triage Survey is a reliable survey tool that is used to diagnose school 

culture.  Dr. Wagner’s survey tool is used to help school achievement when diagnosing school 

site culture, according to Ellen Delisio with Education World (2005).  The survey was used by 

Phillips (1996) in over 3100 schools to assess school culture as it relates to school achievement 

(Wagner, 2006).  
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 The Competency Approach Survey tool assesses perceptions of individuals associated 

with the school of principal leadership.  The survey was piloted by the author Veronica Glover.  

The pilot indicated that the data collection tool was useful in determining the perceptions of 

teachers and faculty regarding principal leadership (Glover, 2015). 

Validity 

 Studies were used to obtain the proficiency of the survey measurement tools that indicate 

that they are valid.  A study conducted at a university in Turkey used the School Culture Triage 

Survey to examine teacher’s perceptions of school culture (Gun & Caglayan, 2013).  The results 

of this study indicated that three qualities in a school culture showed importance.   Research that 

was presented in the Kentucky School Leader describes that the School Culture Triage Survey 

has been used in over 240 schools in Kentucky and more than 6,100 other schools in the United 

States and Canada (Biggerstaff & Wagner, 2008).   Wagner’s (2006) tool is also used by school 

leaders as a method to assess and diagnose the culture of the school and its efficacy. 

 Wagner’s (2006) survey tool is used to assess three behaviors or actions that play a role 

in school culture.  The three behaviors are validated through a variety of research that assesses 

culture and its effects; see Table 2. 

Table 2 

Wagner (2006) Behaviors and References 

Behaviors of Culture (Wagner, 2006) References to support behaviors 

1. Professional Collaboration 

2. Collegial  and Affiliative Relationships 

3. Self-Determination and Efficacy 

Schein, 2004; Buchanan, 2012 

Price, 2012; Ziegler & Ramage, 2013; Engels et al, 2008 

DuFour & Mattos, 2013; Deal & Peterson, 2009; 

Muhammad, 2009 
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Data Collection Procedure 

 A total of 284 surveys were distributed to school teachers and principals.  The surveys 

were delivered to personal mailboxes at each school along with an e-mail that informed possible 

participants of the study along with the purpose of the study and participant information.  

Secondary schools that were in the Houston County and Enterprise City Schools systems were 

surveyed.  Paper copies of the surveys were delivered to each individual’s mailbox that was 

eligible for recruitment.  A cover letter was attached to the each survey and prior permission had 

been obtained from each school system and from Auburn University (Appendix A).  After the 

surveys were delivered, individuals who choose to participate returned completed surveys in a 

mailbox at their school labeled with the researcher’s name. 

Data Analysis 

 The data were initially analyzed using a standard statistics summary reporting the means, 

standard deviations, frequencies and percentages.  The primary dependent variable for the study 

is the  perceptions of the principal leadership competencies.  The primary dependent variable 

will be the perceptions of the school culture in which he/she works. 

 The research questions were analyzed as follows. 

1. What are principal’s assessment of leadership competencies? 

Question one was answered using descriptive statistics. A regression analysis was 

utilized to control for possible influence of gender, years of experience and age.  The 

dependent variable for the regression analysis was assessment of competencies and the 

independent variable was gender, age and years of experience. Years of experience were 

grouped in 10 year intervals. The information was obtained by using the responses from 

administrators on the Competency Approach Survey. 
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2. What are teacher’s assessment of leadership competencies? 

Question two was answered using descriptive statistics. . A regression analysis 

was utilized to control for possible influence of gender, years of experience and age.  .  

The dependent variable for the regression analysis was assessment of competencies and 

the independent variable was gender, age and years of experience. Years of experience 

were grouped in 10 year intervals.  The information was obtained by using the responses 

from teachers on the Competency Approach Survey. 

3. What is the culture of the school according to principals? 

Question three was answered using descriptive statistics. . A regression analysis 

was utilized to control for possible influence of gender, years of experience and age. .     

The information was obtained by using the responses from administrators on the School 

Culture Triage Survey. 

4.  What is the culture of the school according to teachers? 

       Question three was answered using descriptive statistics.  . A regression 

analysis was utilized to control for possible influence of gender, years of experience and 

age.   The information was obtained by using the responses from administrators on the 

School Culture Triage Survey. 

5. What is the relationship between leadership competencies and school culture? 

Question five was answered using a Pearson Correlation. The information was obtained 

by using the average combined responses from both teachers and administrators. 

Summary 

This chapter describes the methods used in this study.  The study examined the 

administrator’s assessment of leadership competencies and school culture, teacher’s assessment 
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of teacher’s competencies and school culture and any significant connections between school 

culture and leadership competencies.
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CHAPTER 4: RESULTS 

 

Introduction 

 The purpose of this study was to assess both teacher’s and principal’s perceptions of 

leadership competencies, to assess the teacher’s and principal’s opinion of the school culture and 

determine if there is a relationship between principal leadership and school culture.  After 

approval from the IRB (Appendix H) at Auburn University, data collection commenced.  Two 

surveys, the School Triage Survey and the Competency Approach, were delivered to the mailbox 

of each teacher at the participating schools.  A total of 294 teacher surveys and 13 principal 

surveys were distributed.  The survey also included information such as age, years of teaching 

experience and gender. 

Purpose of the Study 

 The purpose of this study was to examine the relationship of the influence of leadership 

and leadership competencies on the culture of the school organization. The leadership focus was 

used to determine the specific leadership competencies that affected school culture.  School 

culture exists throughout a school site and therefore is affected by the leadership. Leadership and 

its impact can be present in many areas of a school such as teachers, office staff, teacher’s aides 

and other groups in the school; however, the purpose of this study was to focus on the principal 

leadership. 
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 The method of analysis is quantitative, using survey data to determine if any relationships 

exist between the following: 1) leadership competencies and school culture, 2) teacher’s 

perceptions and school culture, and 3) school culture and principal competencies perceived by 

teachers on four demographic values. 

Research Questions 

           The following research questions were used in this study: 

1. What are principal’s assessment of leadership competencies? 

2. What are teacher’s assessment of leadership competencies? 

3. What is the culture of the school according to principals? 

4.  What is the culture of the school according to teachers? 

5. What is the relationship between leadership competencies and school culture? 

 

Demographics 

 Table 3 displays the frequency counts for selected variables (see Figures 1, 2, and 3).  

Study participants included 77 females and 29 males, which was an overall return rate of 36% of 

the surveys distributed.  Of these, 3 of the 77 females were principals and 5 of the 29 males were 

principals. Females accounted for 75.5% of the teacher population and males accounted for 

24.5% of the teacher population.  Females made up 37.5% of the principal population and 62.5% 

of principals were male.  Teachers made up 92.5% of respondents and 7.5% were principals.  

There is no data to specify the male versus female population of the individuals who received the 

original surveys.  The data reported is viewed as it is. 

Teacher and principal experience were grouped into four categories with a span of ten 

years.   The four groups consisted of years of experience from 0–9, 10–19, 20–29, and 30–39.  
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The varied participants provided a range of participants from which to collect data. Years of 

experience were divided into categories to analyze possible relationships between years of 

experience and perception of culture and leadership competencies.  

 

Table 3 

Frequency Counts 

Variable Category n % 

Gender Male (teacher) 

Female (teacher) 

24 

74 

24.5% 

75.5% 

Male (principal) 

Female (principal) 

5 

3 

62.5% 

37.5% 

Position Teacher 

Principal 

98 

8 

92.5% 

7.5% 

Years of Experience 0-9 years (teacher) 

10-19 years (teacher) 

20-29 years (teacher) 

30-39 years (teacher) 

36 

39 

20 

3 

36.7% 

39.8% 

20.4% 

3.1% 

10-19 years(principal) 

 

4 

 

50% 

 

Note. n = 98 teachers, n = 8 principals 

Years of Experience: teachers: M = 12.99, SD = 8.65, principals: M = 21.26, SD = 4.93 
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Figure 1. Teacher Years of Experience 

 

Figure 2. Principal Years of Experience 
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Figure 3. Respondent Population 

 

Figure 4. Teacher vs Principal Participants 
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 Six questions for the six leadership competencies were used to investigate teacher’s 

perceptions regarding the importance of the leadership competencies.  The highest rated 

competency for teachers was for Item 1 “Positive Disposition” rated M = 4.86.  The lowest rated 

competency for teachers was Item 2 “Cultivate a Shared Belonging” rated M = 4.76.  The highest 

rated competency among principals was a tie between Item 5 “Enhance Trust” and Item 6 

“Offer/Accept Feedback” both with M = 4.88.  The lowest rate competency among principals 

was Item 3 “Support Social Relationships” rated M = 4.63. The importance of ratings as reported 

by each group for the six competencies are shown in Table 4.  These rating were based on a 5 

point metric (1= Strongly Disagree – 5 = Strongly Agree).  A graph depicting this information is 

found in Figure 5. 

 



76 

 

Table 4 

Descriptive Statistics for Leadership Importance Ratings (Sorted by Highest Mean) 

 M SD 

Item as Rated by Teachers   

Positive Disposition (1) 4.86 .35 

Offer/Accept Feedback (6) 4.81 .47 

Enhance Trust (5) 4.80 .52 

Focus of Vision (4) 4.78 .48 

Support Social Relationships (3) 4.77 .47 

 Cultivate a Shared Belonging (2) 4.76 .43 

Item as Rated by Principals   

 Enhance Trust (5) 4.88 .35 

 Offer/Accept Feedback (6) 4.88 .36 

Positive Disposition (1) 4.75 .46 

Cultivate a Shared Belonging (2) 4.75 .46 

Focus of Vision (4) 4.75 .46 

 Support Social Relationships (3) 4.63 .53 
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Figure 5. Teacher and Principal Response Competence Approach Importance. 

 

 To further assess teacher perceptions of the importance of leadership competencies a 

regression analysis was performed to control for demographics such as years of experience, age 

and gender.  This information can be found in Table 5.  A regression analysis was performed, 

controlling for the same demographic information, with principal response.  The analysis 

information is found in Table 6. 
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Table 5 

Prediction of Competency Importance Controlling for Demographic Factors for Teachers 

Variable B SE β p 

Positive Disposition     

Gender -.08 .08 -.10 .33 

Years of Experience -.01 .01 -.35 .25 

Age .14 .13 .33 .30 

Shared Belonging     

Gender .40 .11 .04 .35 

Years of Experience -.02 .02 -.44 -1.43 

Age .19 .18 .33 1.07 

Support Social Relationships     

Gender -.10 .13 -.08 .46 

Years of Experience -.01 .02 -.09 .77 

Age -.03 .20 -.01 .99 

Focus of Vision     

Gender -.08 .14 -.06 .59 

Years of Experience .02 .02 .28 .38 

Age -2.0 .22 -.28 .37 

Enhance Trust     

Gender -.08 .13 -.06 .54 

Years of Experience .03 02 .38 .22 

Age -.28 .21 -.41 .20 

Offer/Accept Feedback     

Gender -.15 .14 -.11 .28 

Years of Experience .04 .02 .61 .05 

Age -.44 .22 -.62 .04 
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Table 6 

Prediction of Competency Importance Controlling for Demographic Factors for Principals 

Variable B SE β p 

Positive Disposition     

Gender .32 .39 .35 .46 

Years of Experience .06 .06 .66 .39 

Age -.85 .60 -.85 .23 

Shared Belonging     

Gender .37 .61 .26 .58 

Years of Experience -.08 .09 -.55 .41 

Age .06 .95 .04 .96 

Support Social Rel.     

Gender -.24 .29 -.24 .45 

Years of Experience -.11 .04 -1.05 .06 

Age .37 .46 .33 .46 

Focus of Vision     

Gender -.41 .37 -.46 .34 

Years of Experience .02 .06 .23 .71 

Age .24 .58 .24 .71 

Enhance Trust     

Gender -.19 .34 -.27 .61 

Years of Experience .00 .05 .04 .96 

Age -.11 .54 -.15 .84 

Offer/Accept Feedback     

Gender -.19 .34 -.28 .61 

Years of Experience .00 .05 -.04 .96 

Age -.11 .54 -.15 .84 
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 Table 7 show the competences present in the current leadership as rated by both teachers 

and principals.  The table is sorted by the highest mean score (see Figure 4).  These ratings were 

based on a 5-point metric scale (1 = strongly disagree, 5 = strongly agree).  The competency with 

the highest presence as rated by teachers was Item 2 “Cultivate a Shared Belonging” with a mean 

M = 3.77.  The lowest rated observed competency by teachers was Item 1 “Positive Disposition” 

with a mean M = 3.62.  The highest rated competency observed by principals was Item 1 

“Positive Disposition”, Item 2 “Cultivate a Shared Belonging”, “Enhance Trust”, and 

Offer/Accept Feedback” rated with a mean M = 3.88.  The lowest rated observed competency 

among principals was item 4 “Focus of Vision” with a mean M = 3.63.  These results are 

depicted in Figure 6. 
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Table 7 

Descriptive Statistics for the Leadership Competence Ratings (Sorted by Highest Mean) 

 M SD 

Item as Rated by Teachers   

Cultivate a Shared Belonging (2) 3.77 .53 

Support Social Relationships (3) 3.74 .58 

Focus of Vision (4) 3.70 .65 

Enhance Trust (5) 3.66 .64 

Offer/Accept Feedback (6) 3.66 .66 

 Positive Disposition (1) 3.62 .58 

Item as Rated by Principals   

Positive Disposition (1) 3.88 .35 

Cultivate a Shared Belonging (2) 3.88 .35 

Enhance Trust (5) 3.88 .64 

Offer/Accept Feedback (6) 3.88 .52 

Support Social Relationships (3) 3.75 .71 

Focus of Vision (4) 3.63 .52 
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Figure 6. Teacher and Principal Response Competency Observed 
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Table 8  

Prediction of Competencies Observed Controlling for Demographic Factors for Teachers 

Variable B SE β p 

Positive Disposition     

Gender -.03 .14 -.03 .82 

Years of Experience .01 .01 .06 .57 

Age .00 .01 -.06 .71 

Shared Belonging     

Gender -.09 .13 -.07 .50 

Years of Experience .00 .01 -.07 .68 

Age .00 .01 .06 .70 

Support Social Rel.     

Gender -.02 .14 -.02 .89 

Years of Experience .02 .01 .36 .03 

Age -.02 .01 -.38 .02 

Focus of Vision     

Gender -.03 .16 -.09 .40 

Years of Experience .01 .01 .13 .44 

Age .00 .01 -.04 .79 

Enhance trust     

Gender -.22 .15 -.15 .17 

Years of Experience -.02 .01 -.25 .14 

Age .01 .01 .13 .43 

Offer/Accept Feedback     

Gender -.12 .16 -.08 .44 

Years of Experience -.01 .01 -.08 .63 

Age .00 .01 .03 .87 

 



84 

 

Table 9 

Prediction of Competencies Observed Controlling for Demographic Factors for Principals 

Variable B SE β p 

Positive Disposition     

Gender -.19 .38 -.28 .64 

Years of Experience .00 .08 -.01 .99 

Age .00 .06 -.06 .96 

Shared Belonging     

Gender .42 .27 .62 .19 

Years of Experience .01 .06 .15 .86 

Age -.04 .04 -.70 .42 

Support Social Relationships     

Gender .71 .70 .52 .36 

Years of Experience .01 .14 .08 .94 

Age -.02 .10 -.15 .88 

Focus of Vision     

Gender .52 .51 .52 .37 

Years of Experience .01 .10 .10 .92 

Age -.02 .08 -.25 .81 

Enhance Trust     

Gender .79 .49 .64 .18 

Years of Experience -.01 .01 -.09 .91 

Age .03 .07 .33 .69 

Offer/Accept Feedback     

Gender .84 .31 .84 .05 

Years of Experience .12 .06 1.11 .14 

Age -.05 .05 -.65 .34 
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 Table 10 displays the descriptive statistics for school culture questions as rated by both 

teachers and principals by highest mean.  The N = 8 for principals and N = 98 for teachers.  

There were 14 statements that were rated by participants on the survey tool.  Each participant 

could choose a rating of 5 choices: 1 = Never, 2 = Rarely, 3 = Sometimes, 4 = Often, 5 = Always 

or Almost Always (Wagner, 2006).  The table displays the highest mean score first for each 

group of participants.  The highest mean score for the teacher group was item SDE5 “People 

work here because they enjoy and choose to work here” with a mean of M = 4.09, SD = 0.75.  

The highest rated mean score for the teachers group was item AC1 “Teachers and staff tell 

stories of celebrations that support the school’s values” with a mean M = 4.50, SD = 0.54.  

 

Table 10 

Descriptive Statistics for the School Triage Culture Ratings (Sorted by Highest Mean) 

Note. SDE = Self Determination/Efficacy, AC = Affiliative Collegiality, PC = Professional Collaboration     

 M SD 

Item (As rated by teachers)   

SDE5 4.09 .75 

SDE2 3.83 .75 

SDE4 3.81 .82 

AC5 3.79 .80 

PC1 3.76 .64 

SDE3 3.68 .83 

AC1 3.65 .76 

AC6 3.74 .88 

AC4 3.61 .79 

PC2 3.61 .77 

AC3 3.55 .84 

SDE1 3.48 .82 
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(table continues) 

Table 10 (continued)   

 M SD 

PC3 3.42 .84 

AC2 3.25 .88 

Item (As rated by principals)   

AC1 4.50 .54 

AC5 4.38 .52 

PC1 4.13 .35 

SDE5 4.13 .64 

PC2 4.00 .93 

AC3 4.00 .76 

AC6 4.00 .76 

SDE2 4.00 .53 

SDE3 4.00 .76 

AC4 3.88 .64 

SDE4 3.88 .76 

PC3 3.50 .53 

SDE1 3.50 .93 

AC2 3.38 .91 

 

 Table 11 displays regression data for the three school culture categories, SDE – Self 

Determination/Efficacy, PC – Professional Collaboration, AC – Affiliative Collegiality 

controlling for gender, years of experience, and age for teacher responses.  Table 12 displays 

regression data for the three school culture categories controlling for gender, years of experience, 

and age for principal responses. 

Table 11 

Prediction of Culture Rated by Teachers Controlling for Demographics 
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Variable B SE β p 

Professional Collaboration      

Gender -.13 .14 -.09 .36 

Years of Experience .91 .07 .12 .23 

Age .01 .01 .10 .35 

Affiliative Collaboration     

Gender -.28 .13 -.21 .04 

Years of Experience .05 .07 .07 .50 

Age .00 .01 .06 .59 

Self Determination/Efficacy     

Gender -.35 .15 -.24 .02 

Years of Experience .07 .08 .09 .40 

Age .01 .01 .11 .28 
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Table 12 

Prediction of Culture Rated by Principals Controlling for Demographics 

Variable B SE β p 

Professional Collaboration      

Gender .16 .39 .16 .70 

Years of Experience .28 .45 .26 .54 

Age -.34 .03 -.47 .24 

Affiliative Collaboration     

Gender .48 .23 .61 .11 

Years of Experience -.08 .35 -.10 .82 

Age .00 .02 -.02 .97 

Self Determination/Efficacy     

Gender .91 .20 .88 .00 

Years of Experience .00 .47 .00 1.00 

Age .01 .03 .13 .76 

 

 Table 13 shows the reliability of the Competency Approach Survey scales.  Cronbach’s 

Alpha reliability coefficients found all coefficients to be at least α = .85 indicating that all scales 

had acceptable levels of internal reliability (Cohen, 1998). 
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Table 13 

Psychometric Characteristics for Summated Scale Scores 

Scale Number of Items M α 

Importance of Leadership Competence 
a
 6 4.79 .85 

Leadership Competence a 6 4.31 .92 

School Culture 
b
 14 3.68 .91 

a
 Ratings were based on a 5-point scale: 1 = Strongly Disagree to 5 = Strongly Agree (N=106) 

b
 Ratings were based on a 5-point scale: 1 = Never to 5 = Almost Always 

 

 The finale research question asked: What is the relationship between leadership 

competencies and school culture?  Summated data were calculated for the leadership 

competencies observed in principal behavior, as well as three the three categories of the School 

Triage Survey.  The school culture triage was divided into its three components: 

1) Professional Collaboration – PC  

2) Affiliative Collegiality – AC,  

3) Self-Determination/Efficacy – SDE 

A Pearson Correlation analysis was performed to determine possible relationships between 

school culture and leadership competencies.  The results are displayed in Table 14. 
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Table 14 

Pearson Correlations for Selected Variables with the Leadership Competency and School 

Culture Scales 

 PC AC SDE Competency 

PC Pearson Correlation 1 .670
**

 .605
**

 .580
**

 

Sig. (2-tailed)  .000 .000 .000 

N 106 106 106 106 

AC Pearson Correlation .670
**

 1 .717
**

 .687
**

 

Sig. (2-tailed) .000  .000 .000 

N 106 106 106 106 

SDE Pearson Correlation .605
**

 .717
**

 1 .583
**

 

Sig. (2-tailed) .000 .000  .000 

N 106 106 106 106 

Competency Pearson Correlation .580
**

 .687
**

 .583
**

 1 

Sig. (2-tailed) .000 .000 .000  

N 106 106 106 106 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

       The results of this study show that there is a significant positive correlation between 

principal leadership and school culture. This correlation was shown using a Pearson correlation.  

The data supports a positive correlation between school culture and leadership competencies 

displayed by principals. 



91 

       In summary, this study used the responses from N=106, eight which were principals and 98 

which were teachers. The finding indicate that there is a positive correlation between the 

perceptions of school culture and leadership competencies. 
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CHAPTER 5: SUMMARY, RECOMMENDATIONS FOR FUTURE RESEARCH AND 

CONCLUSION 

 

 This chapter contains a brief summary of the findings.  The chapter reviews and literature 

supported the findings of the study.  This chapter will provide recommendations for future 

research. 

 Purpose of the Study 

 The purpose of this study was to examine the relationship of the influence of leadership 

and leadership competencies on the culture of the school organization. The leadership focus was 

used to determine the specific leadership competencies that affected school culture.  School 

culture exists throughout a school site and therefore is affected by the leadership. Leadership and 

its impact can be present in many areas of a school such as teachers, office staff, teacher’s aides 

and other groups in the school; however, the purpose of this study was to focus on the principal 

leadership. 

 The method of analysis is quantitative, using survey data to determine if any relationships 

exist between the following: 1) leadership competencies and school culture, 2) teacher’s 

perceptions and school culture, and 3) school culture and principal competencies perceived by 

teachers on four demographic values. 

Research Questions 

           The following research questions were used in this study: 

1. What are principal’s assessment of leadership competencies? 

2. What are teacher’s assessment of leadership competencies? 

3. What is the culture of the school according to principals? 
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4.  What is the culture of the school according to teachers? 

5. What is the relationship between leadership competencies and school culture? 

 

Results 

 The participants in the study represented many levels of demographic characteristics.  

Each of these characteristics was used as a point of analysis in the assessment of leadership 

competencies and school culture for both the teacher group and the principal group.   

 A total of one hundred six (106) participants completed surveys, which was a return rate 

of 34.5%.  Of the 106 participants that completed the surveys, 98 were teachers and 8 were 

principals.  The group of ninety eight teachers was 75.5% female, representing 74 teachers and 

24.5% were male, which represented 24 teachers.  The 8 participants that were principals 

included 37.5% female, 3 participants, and 62.5 male which were 5 participants. 

 To assess if more experience or less experience impacted the results of perceptions of 

leadership competencies participants were surveyed to determine the years of experience in the 

study. In any given school, teachers are present with varying years of experience (Gulcan, 2012).  

Based on the participants in the study, the years of experience were grouped into four categories.  

These categories were: 0–9 years of experience, 10–19 years of experience, 20–29 years of 

experience, and 30–39 years of experience.  The group most represented with that with 10–19   

experience which was represented 41.8 % of participants. 

 According to a study performed by Gulcan (2012) which examined competencies and 

school principals, “Teachers’ view on these issues does not vary depending on gender, or 

experience in the field” (p. 634).  In this study no variance in results based on age or gender 

affected the results in either the teacher group not the principal group. 



94 

 In this study the age of the participants was also assessed to determine any relationship.  

The participants’ ages ranged from age 22 to 69, with a mean age of 40.8.  The results showed 

that it did not matter the age of the participant in either group in relationship to the assessment of 

leadership competencies nor school culture.  The thought that age might be an influencing factor 

is not supported by the data.  According to Schien (2004), new members of a culture may 

integrate into that culture or bring personal values and beliefs that become part of the culture. 

This might explain that peers felt similar regardless of age.  According to Muhummad (2009), 

teachers present in a school have varying ages; it is important for teacher growth and experience. 

Leadership Competency Importance 

 Six principal leadership competencies were identified in the literature: Positive 

disposition (Daly & Chrispeels, 2005), Supports social relationships (Sergiovanni, 2004), 

Cultivate a shared belonging (Margolis, 2008), Focus of vision (Mitgang, 2012), Enhance trust 

(Louis, Dretzke, &Wahlstrom, 2010), and Offer/accept feedback (Massey, 2013).  When 

participants were surveyed the results showed that each competency was deemed important on a 

Likert scale of 1 = Strongly disagree – 5 = Strongly agree.  The mean score for the teacher 

grouped ranged from 4.76 – 4.86 and from 4.63 – 4.88 in the principal group.  The scores 

indicate that response fall in the Agree – Strongly Agree range.  The competency found to be 

most importance among teachers was Positive Disposition with a mean score of 4.86.  Among 

principals, Enhance Trust and Offer/Accept Feedback were the two competencies ranked highest 

with a mean score of 4.88.  The competencies deemed important but ranked of least importance 

was Shared Belonging among teachers with a mean score of 4.76 and Support Social 

Relationships with a 4.63 mean score among principals. 
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 The most important factor ranked by teachers, Positive Disposition, is one component of 

an effective school according to Daly and Chrispeels (2005).  The best and most effective 

principals are those who have a positive outlook on the school organization.  It is these leaders 

who have effective schools.  Principals ranked two factors to be most important: Enhance trust 

and Offer/Accept Feedback.  Trust is a simple concept that can have a profound impact on an 

organization (Bryk & Schneider, 2003).  All levels of leadership revolve around trust according 

(Handford & Leithwood, 2013).  Additionally, productive communication, in the form of 

feedback, is one of the behaviors that contribute to teacher satisfaction in a school (Johnson et al, 

2012). 

Leadership Competence and Presence 

 Of the six competencies examined in this study, each participant was asked to rate their 

perception of the competencies as present in the current leadership at each of the participant’s 

school site.  According to the data, the competency ranked the highest present according to 

teachers was Cultivate a Shared Belonging with a mean of 3.77.  The competency ranked the 

least observed in principals with teacher is Positive Disposition with a mean of 3.62.  The 

principal group ranked four of the six competencies with a mean of 3.88.  Those four were: 

Positive Disposition, Cultivate a Shared Belonging, Enhance Trust, and Offer/Accept Feedback.  

The lowest ranked among principals was Focus of Vision with a mean of 3.63. 

 Teachers ranked Cultivate Shared Belonging as the most observed competency.  Teachers 

want to be involved and it is important for a leader to take input from the members (Picucci, 

Brownson, Kahlert, & Sobel, 2002).  This allows teachers to connect to the school and connects 

teachers to the culture (Lattimer, 2007).  
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 Principals observed Positive Disposition, Cultivate a Shared Belonging, Enhance Trust, 

and Offer/Accept Feedback with the same mean value.  Positive feelings, including the 

appreciation of others is especially important in culture (Sahin, 2004).  A shared belonging is 

need so that teachers can share in leadership for better connection (Margolis, 2008).  Trust 

impacts many people associated with the school (Vodicka, 2006).  Creating more trust creates 

greater success in the school (Handford & Leithwood, 2013).  Feedback includes productive 

communication that allows teachers and principals to interact in a manner that can help to 

improve the school and its operation (Ingersoll, Merrill, & May, 2012).  The small population of 

principal participants may contribute to four of the six competencies being observed with the 

same mean. 

School Culture Ratings 

 Fourteen statements were used from the School Culture Triage Survey (Wagner, 2006).  

These 14 statements were ranked on a Likert scale of 1 = Never – 5 = Always.  According to the 

data, the statement with the highest frequency for teachers was “People work here because they 

enjoy and choose to be here.”  The mean score for this response was 4.09 or Often.  This reflects 

the climate of the school and that teachers are at the school because they choose to be there 

which can be a positive indicator of school culture.  The lowest observed competency rating by 

teachers was “Our school supports and appreciates the sharing of new ideas by members of our 

school.” Deal and Peterson (2009) suggest that schools that value collaboration and sharing of 

ideas enhance the spread of effective practices within the school. The teachers surveyed did not 

indicate that collaboration is a high priority. The low rating, which was in contrast with  Deal 

and Peterson’s effective practices, may result from a low emphasis on this collaborative practice 

in the school. 
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 According to the data, the statement with the highest response from principals was 

“Teachers and staff tell stories of celebrations that support the school’s values.  The statement 

with the lowest rating was “Teachers and staff visit and meet outside of school to enjoy each 

other’s company.”  Both of these responses fall in the category of affiliative collegiality.  

Buchanan (2011) states that a school’s culture is related to the interactions and associations of 

the members that makes up the school organization. 

 Perceptions of Principal Competencies  

 Kelley et al. (2005) studied teacher’s perceptions using the Attitude Towards Staff 

Development Scale.  This scale was used to determine teacher’s perceptions of administrative 

support in multiple areas. Thirty one (31) schools were surveyed, which includes 31 principals 

and 155 teachers as participants.  The study indicated that principals have the ability to impact 

the climate of a school.  The results identified three important areas that may improve a school’s 

environment that the principal had the power to change.  These three areas included: feedback, 

trust, and vision.  These three areas were competencies that were studied in the research.  All 

three of these were found to be important for principal leadership.  Six observed competencies 

were correlated to school culture data to identify a connection between school culture and 

leadership comeptencies.  The data supported a positive connection between all three areas of 

school culture and principal competencies.  The Pearson correlation is as follows:  Leadership 

Competency and Professional Collaboration of Culture was a .58 with a p value = .00, Affiliative 

Collegiality .69 with a p value = .00, and Self Determination/Efficacy was .58 with a p value = 

.00. 

Limitations of the Study 
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 The study was performed in two school systems in southeast Alabama.  The study was 

distributed by personal school mailboxes.  This provided confidentiality for the participants and 

made participation available to all secondary teachers who met the criteria for recruitment.  

Teachers had several weeks to complete the survey if they choose to participate.  This time frame 

began in the summer and ended after school began. 

 The study was limited to principal response from the schools that were surveyed.  This 

resulted in only 8 responses for principals.  The data collection and analyzed may not reflect that 

of the general population of principals due to the small number of participants. 

 The population of teacher participants was confined to a narrow geographic region.  The 

answers of participants may not reflect the views of other school districts or the general 

population of school teachers. 

Implications for the Field 

 According to research, through leadership competencies, principals influence school 

culture (Gulcan, 2012).  The literature review examined school culture and this lead to the 

influence of the principal leaders in the school.  This research focused on six leadership 

competencies regarded as important according to previous research performed regarding 

leadership and the competencies considered important. 

 Information from this research, along with existing research, may be used in school 

organizations to facilitate better leadership and leading to improved school culture.  Following is 

a list of each competency with a description and implications for the principal leader. 

 Positive Disposition (Daly & Chrispeels, 2005): A leader who displays positivity, 

offers appreciation and engaged in gracious interactions with staff members is one who 

exhibits a positive disposition.  A principal who represents a positive disposition has an 
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influence on the school culture that is positive and promotes an overall healthy school 

culture according to research.  This competency has an influence on the teacher’s 

perceptions of principal leadership. 

 Supports Social Relationships (Van Maele & Van Houtte, 2012):  Principals can 

help develop and promote relationships that provide meaning for teachers.  These 

relationships can assist teachers in how they view the teaching profession and help people 

feel like they fit in the organization.  This promotes a positive work environment and 

positive culture.  The principal has a strong influence be encouraging collaboration and 

fostering relationships. 

 Cultivate a Shared Belonging (Margolis, 2008):  A principal who cultivated a 

shared belonging encourages a work environment where everyone feels like they belong.  

Teachers want to feel involved and feel good about the school.  This competency has an 

impact on teachers’ views of school culture. 

 Enhance Trust (Louis, Dretzke, & Wahlstrom, 2010):  Trust is a simple concept 

that has a profound impact on an organization.  The school benefits when a high level of 

trust exists. Teachers achieve more when they feel trusted and have trust in the 

leadership.  The manner in which teachers perceive trust influences their perception of 

school culture. 

 Focus of Vision (Maxwell, 2013):  A vision gives teachers a clear path and 

establishes a course for the organizations members.  This path gives teachers a purpose 

and promotes a positive school culture.  Having a vision and also a focus on the vision 

impacts the schools culture in a manner that is productive and positive. 
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 Offer/Accept Feedback (Massey, 2013):  A leader offering feedback to the staff 

members and being open to receiving feedback is of consequence.  Feedback can provide 

positive words and comments on achievement and open communication that allows 

teachers and principals to interact.  This can positively influence school culture. 

 The data from this study can be used in addition to other research to continue the 

examination of the role of principal leadership in a school.  This study examined leadership 

competencies that proved important for principal leaders as perceived by teachers when 

compared to the presence of the competencies the principal displays.  Principals are leaders who 

have the responsibility to be examples to teachers in how they lead and how they handle 

situations that arrive at the school.  The information in this study can be used to examine current 

principal leaders in a school or school district as well as future principal leaders. 

 The results from this study and others like it could contribute to current training 

programs.  This information could encourage a focus on the leadership aspects of the principal 

role in addition to the management aspect of principal role.  The information in this study will 

help other researchers assess the findings to determine commonalities with other school systems, 

school settings or other geographic regions. 

Suggestions for Future Research 

 Many possibilities exist for further investigation regarding school improvement.  This 

study focused on teachers’ and administrators’ perceptions of leadership competencies and their 

influence on school culture.  According to Turan and Bektas (2013), the formation of an 

organizational culture is a complex process that involves many variables and influences.  Other 

key stakeholders’ perceptions influence school culture.  Future research might explore the 

influence and relationship between other stakeholders’ perceptions of leadership competencies.  
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Other stakeholders might include parents, school staff members, students, community groups and 

businesses. 

 Future studies might also include exploring relationships between teacher’s perceptions 

of leadership competencies and student performance.  Research indicates that student 

achievement is enhanced by school culture (Lynch, Smith, Provost, & Madden, 2013). Future 

studies may find that teacher’s perceptions of leadership competencies influence student 

performance. 

 A qualitative study to explore the differences between perceived competencies and 

competencies that are most important would be an area of interest. A better understanding could 

be helpful for leaders. 
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