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This study investigates the relationship between the 

school climate, as perceived by the professional staff, and 

specific leadership behavior, as reported by the school 

principals in a selected school district in the state of 

Washington, The purpose of the study is to determine the 

extent to which the leader behavior of the principal cor-

relates with- the total school climate as well as with the 

individual factors comprising the school climate. 

A review of the literature, applicable to the preceding 

hypothesis, proyides a basis for additional research into the 

leadership behavior of principals and possible correlates. 

This review of literature consists of the examination of 

fpur subtopics, which included leadership of the school 

principal, organization climate, leadership of the principal 

in relation to the school climate, and research on the 

leadership of the principal in relation to the school climate. 

The materia.1 reviewed includes books, periodicals, doctoral 

dissertations, reports, articles, and microfilm. 

All of the subjects for this study are principals and 

professional staff from the Lake Washington School District 



in the state of Washington. Twenty pxin.cip9.ls and. 542 teachers 

participated in the study during the 1977 and 19 78 school year. 

Twenty principals responded in an interview to fifty-five 

questions, designed to identify eleven leader behaviors. The 

Admirtistra:to;r Perceiy&r Interview, a self-report instrument, 

was utilized to determine the- behaviors of mission, manpower 

development, relator, delegator, arranger, catalyzer, audience 

sensitivity, group enhancer, performance orientation, work 

orientation, and ambiguity tolerance. Five hundred and 

forty-two teachers completed the CFK Ltd. School Climate 

Profile questionniare, designed to identify the following 

seven factors; humane teachers, opportunity for input, caring, 

individualization, supportiveness, innovativeness, and suit-

ability of school plant. 

The method of product-moment correlation is used to 

determine the relationship between the dependent variable 

(school climate) and the independent variables (leadership 

behavior!. The distribution of t is used to test the sig-

nificance of the nine hypotheses. 

There are no statistically significant relationships 

among the variables studied. The hypothesis that the higher 

the leadership skills of the principal the more beneficial 

would be the climate of the school is not supported. The 

results suggest that the school climate is independent of 

the leadership behavior of the principal. 



Since no difference was found when the factors of climate 

were considered elannmlatiyely, the individual factors were 

analyzed for significance. The grey en factors of climate, 

identified by James Tunney and James Jenkins from the CFK 

Ltd. School Climate Profile, were independent of the leader-

Shi^ aEiltty- -Q£ the principal. 

Based upon the results of this study, it is recommended 

that 

1, More empirical testing of the relationship between 

the leadership skills: of the principal and the school climate 

inyolying elementary, junior, and senior high schools be 

conducted, 

2. Schools interested in developing and conducting in-

service models to improve the leadership skills of the 

principal as well as to improve the school climate should 

conduct a similar study prior to implementation of such an 

in-service model, 

"fT* 
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CHAPTER I 

INTRODUCTION 

Hucli attention is currently being focused by educators 

on the climate of the school, particularly as it relates to 

the overall successful operation of the school. Is it, for 

instance, true that some school administrators appear to 

generate innovative climates and processes at their school? 

Do teacher morale and perception of the school environment 

directly reflect on the operation of the school and its 

leader? What leadership characteristics help to create a 

dynamic school environment? A quick perusal of the litera-

ture revealed that such questions are being asked about 

educational leaders. The educational leader of the school 

i,s expected to set the tone and the pace of his institution 

and to see that the sclxool program runs safely, smoothly, 

and efficiently. He is also expected to understand fully 

and completely the needs of the young students committed to 

his care and to provide programs and a school atmosphere to 

meet these needs and individual differences. How does a 

principal create such: an atmosphere? Such a learning 

environment can be effected only through the teachers (19, 

p. 11. What teachers accomplish/ however-, is restricted or 

enhanced by what principals do. Principals, more than 



anyone else, determine the nature of and extent of the 

school's services (28, p. 3). 

A study of identified leadership behavior, as related to 

the climate of schools, has provided insight into the need 

for growth and development of such behaviors and has also 

given the information needed for further investigation into 

cause-and-effeet assumptions. 

Statement of Problem 

The problem of this study was to investigate the rela-

tionship between the school climate, as perceived by the 

professional staff, and specific leadership behavior of 

school principals in a selected school district. 

Purposes of the Study 

The purposes of this study were as follows: 

1. To assess the school climate through the perceptions 

of the teachers; 

2. To identify and assess the specific leadership 

behaviors of administrators by utilizing the Administrator 

Perceiver Interview; 

3. To compare teachers1 perceptions of the total school 

climate with the total leadership skills of the principal; 

4. To compare teachers' perceptions of seven specific 

areas of school climate (humane teachers, opportunity for 

input, caring, individualization, supportiveness, 



innpyatiyeness, suitability of school plant) with the total 

identified leadership skills; and 

5, To compare teachers1 perceptions of school climate 

with: eleven behaviors of leadership (mission, manpower develop-

xcient, relator, delegator, arranger, catalyzer, audience 

sensitivity/ group enhancer/ performance orientation, work 

orientation, and ambiguity tolerance). 

Hypotheses 

To carry out the purposes of the study, the following 

hypotheses were tested; 

Hypothesis I.—A significant positive relationship 

exists between the school climate perceived by teachers, as 

measured by the total score on the CFK Ltd. School Climate 

Profile, and the leadership behavior of principals,as 

measured by the total score on the Administrator Perceiver 

Interview. 

Hypothesis II.-—A significant positive relationship 

exists between the school climate perceived by teachers, as 

measured by the humane teachers score on the CFK Ltd. School 

Climate Profile, and the leadership behaviors of principals, 

as measured by the total score on the Admlnistr ator Perceiver 

Interview, 

Hypothesis III.—A significant positiye relationship 

exists between the school climate perceived by teachers, as 

measured by- the opportunity for input score on the CFK Ltd. 



School Climate Profile, and the leadership behavior of 

principals, as measured by the total score on the Administrator 

Perceivar Interview. 

Hypothesis IV."--A significant positive relationship 

exists between the school climate perceived by teachers, as 

measured by the caring score on the CFK Ltd. School Climate 

Profile, and the leadership behavior of principals, as 

measured by the total score on the Administrator Perceiver 

Interview. 

Hypothesis V.—A significant positive relationship 

exists between the school climate perceived by teachers, as 

measured by the individualization score on the CFK Ltd. School 

Climate Profile, and the leadership behavior of principals, 

measured by the total score on the Administrator Perceiver 

Interview. 

Hypothesis VI,—A significant positive relationship 

exists between the school climate perceived by teachers, as 

measured by the supportiveness score on the CFK Ltd. School 

Climate Profile, and the leadership behavior of principals, 

as measured by the total score of the Administrator Perceiver 

Interview. 

Hypothesis VII.—A significant positive relationship 

exists between the school climate perceived by teachers, as 

measured by the innovatiyeness score on the CFK Ltd. School 

Ciimate Profile, and the leadership behavior of principals, 



as measured by the total score on the Administrator Perceiver 

Interview. 

Hypothesis VIII. "--A significant positive relationship 

exists between the school climate perceived by teachers, as 

measured by the suitability of school plant score on the CFK 

Ltd. School Climate Profile, and the leadership behavior of 

principals, as measured by the total score on the Administrator 

Peycejver Interview. 

Hypothesis XX.^-A significant positive relationship 

exists between the school climate perceived by teachers, as 

measured by the total score on the CFK Ltd. School Climate 

Profile, and the leadership behavior of principals, as 

measured by the scores on the Administrator Perceiver Inter-

view subtests emission, manpower development, relator, 

delegator, arranger, catalyzer, audience sensitivity, group 

enhancer, performance orientation, work orientation, and 

ambiguity tolerance]. 

Background and Significance of the Study 

The role of the school principal is becoming increas-

ingly important in educational administration. Sweitzer 

stated, 

There is a growing recognition that as school 
administrative units become larger through school 
district reorganization and as the functions of the 
schools become more complex, the admmis trator of 
th.e individual school becomes increasingly more 
important in accomplishing educational objectives. 



The individual school is the basic operational 
level administrative unit through which the 
educational task is accomplished (27, p. 3). 

The principal enhances or restricts what the teacher can 

accomplish.. J. Lloyd Trump stated, "The leadership style, 

the educational know-how and the supervisory organizations 

that principals develop continue to be the most potent 

factor in determining school excellence" (28, p. 6). Two 

significant research- studies have focused directly upon the 

leadership role of the American school principal. Halpin and 

Croft and Gross and Herriott provided empirical support for 

a leadership conception of the principal's role (31, p. 27). 

However, the role of th.e principal is changing. 

Teachers* unions, militant students, and aggressive community 

vested-^ijiterest groups often impose frustrating constraints. 

Nevertheless, it is still within the power of the principal 

to determine to a great extent the nature of his role. The 

^ituationally sensitive principal who realizes this and 

recognizes that his success depends upon leadership skills 

rather than position power will increase his effectiveness 

(22, p. 45). As the principal's authority decreases, the 

need for leadership increases. Landers stated that dynamic 

leadership may be exerted by the following: 

(a) recruiting the most proficient teachers and 
Staff personnel available, 

Cb) delegating routine administrative details 
to appropriate staff personnel, 

(c) developing assistant principals by sharing 
appropriate responsibility and authority, 



(d) promoting innovations in classroom teaching, 
(e) motivating teachers toward improvement of 

their instruction, 
(f) maintaining effective community relations, 
(g) communicating with the superintendent to 

ensure school objectives are aligned with district 
objectives (22, p. 47). 

Doll (9, p. 37) described two distinct postures which 

school leaders should assume: good human relations and 

productivity. Being an effective leader requires showing 

consideration for persons with whom the leader works and, 

simultaneously, initiating changes in the organization to 

effect performance of essential tasks. 

Leadership styles vary with respective principals, but 

several indicators are constant in good schools: (a) the 

school operates in an efficient environment; (b) teachers 

initiate conferences with the principal; (c) the principal 

does not overreact to problems; (d) the principal exercises 

leadership in developing precise goals and objectives; (e) 

the promises which the principal makes are kept; (f) superior 

accomplishment is recognized; (g) the principal is sensitive 

to each, teacher's individual differences and responds to 

each with- appropriate behavior; (h) the principal shows 

genuine interest in the progress of each teacher and staff 

person; and ti) the principal displays full confidence in 

subordinates and creates a warm environment (22, p. 47). 

Principals must focus attention on the administrator 

responsibilities beyond the traditional interpretation. They 

must help create a climate to make change. Three necessary 
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components prerequisite to change suggested by Heichberger 

are as follows: "(a) dynamic leadership, (b) a philosophical 

base, and (c) a positive environment. The leader is the most 

important of the three components" (15, p. 106). The school 

principal will need to shed the traditional role and assume 

a new kind of leadership. 

The creative, receptive principal plays a key role in 

cultivating, nurturing, and maintaining positive teacher 

morale. According to Washington and Watson, positive teacher 

morale is exemplified by teachers who (a) look forward to 

going to work in the morning and are not in a hurry to leave 

in the afternoon, (b) exhibit concern for the direction in 

which the school and the programs are moving, (c) actively 

participate in school functions, committees, and organiza-

tions, (d) willingly perform various school tasks that are 

above and beyond their stated duties, (e) derive satisfaction 

from being a member of the school, and (f) are supportive of 

the school, its goals, and philosophy (30, p. 5). 

Administrators need to be aware of the teachers' morale 

and perceptions of the environment. Gaslin stated that such 

information can be beneficial in the three following ways: 

Measurement of the staff perceptions of the 
principalis performance provides the administrator 
with readings on the staff feelings. Second, by 
submitting to an evaluation by the teaching staff, 
the administrative team establishes credibility 
with the teachers, public, and superiors within 
the district administrative hierarchy. Third, if 
the evaluation is well conceived, thoughtfully 



conducted, and conscientiously accepted, it should 
result in improvement of administrative performance 
(11, p. 73) . 

Depending on specific situations, the evaluation can also 

provide those being evaluated with specific information 

concerning staff expectations of the administration. 

Gaslin further stated, 

The most important area is teachers' percep-
tions of the quality of their relationships with 
the principal and other members of the administra-
tive team. This includes measurement of the 
perceptions of the administrator's ability as a 
leader, openness, and general effectiveness (11, p. 73). 

Teachers also need to be cognizant of their own views 

and feelings about a principal, which are quite specific and 

personal and may not correspond with the viewpoint and feel-

ings of other teachers with whom they work. In addition, 

Sweitzer suggested that teachers should realize that their 

own concept of their principal's role has complementary 

implications for the nature of their own role as a teacher. 

If the staff thinks the principal should direct more of his 

attention to meeting the personal needs of individual 

teachers, then teachers need to assume some responsibility 

for meeting the program objectives of the school (27, p. 382), 

Relationships between teacher perceptions, orientations, 

and teacher satisfaction with leadership skills are extremely 

complex. Grassie and Carss noted, "Unravelling these rela-

tionships is more than theoretical interest and importance, 

it is of great practical relevance. If it can be shown that 
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some of the related variables are susceptible to manipula-

tion by administrators, then management of the problems 

becomes more possible" (13, p. 16). 

Many of the facets which contribute to or detract from 

the motivation status of workers are subject to management. 

While personality factors cannot be ignored, they are 

difficult to work with, and their manipulation may be beyond 

the scope or the skill of the managers. Environmental 

factors, on the other hand, are amenable to management (21, 

p. 80). 

The immediate task of the schools is far too important 

to permit ineffective leadership to interfere with the 

educative process. The school cannot be run solely to 

satisfy the personality needs of the staff, but neither can 

these needs be ignored. The task is of such magnitude that 

it demands the best of managerial thinking, planning, and 

action (21, p. 80). 

Studies by Lipham (1961) noted a basic weakness in 

knowledge concerning leadership. Sweitzer indicated that 

few studies have made explicit the differentiation in the 

role of principals in terms of situational specifics. Many 

studies of the principalship give more insight into principals 

as a generalized group than into principals as individuals 

behaving in a role-defined, particular social setting (27, 

p. 5). 
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Halpin (1964) pointed out that researchers have failed 

to establish relationships among leader characteristics, 

situations, and effectiveness. Recent research by Miskel 

(23) and Grassie (13) investigated the areas suggested by 

Halpin. Relationships of leader style and school climate 

to principal effectiveness were the focus of a study by 

Miskel (23). The findings revealed that behavior dimensions 

and situational variables were the best predictors of a 

principal's effectiveness. Grassie and Carss (13) studied 

the relationship between teacher perceptions of the structural 

characteristics of their schools, the leadership quality of 

their principals, and the extent of teacher satisfactions with 

work. 

Hollander (.16) discerned a trend in the study of leader-

ship which combines leadership style and setting. Holt (17) 

studied the relationship between leader behavior and teacher 

satisfaction and dissatisfaction. The findings provided 

strong support for the view that leadership behavior of 

elementary principals influenced the degree of fulfillment 

of the staff's needs. Wiggins (32) investigated the 

behavioral characteristics of principals, as related to school 

climate. The analysis of the findings revealed no significant 

relationship between principal behavior and climate. The 

findings of the study, reported Wiggins, "justify a reexamin-

ation of the construct from which this investigation assumed 
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that the principal contributes to and is influenced by the 

school within which he is engaged. The need for more 

empirical testing is obvious" (32, p. 105). 

The proposed study focused on the relationship between 

school climate, as perceived by teachers, and the leadership 

skills of the school principal. Goldhammer (12) suggested 

that the human personality tends to take on the psychological 

characteristics of its environment. Environments are composed 

of people as they interact. Everyone exerts some influence on 

the school environments, and the input of no one person can 

be overlooked if one is to understand the emotional tone, its 

effect on participants, and the manner in which the system 

perpetuates itself. This means the individuals and the manner 

in which they affect each other need to be objects of study 

and analysis if the conditions and processes which lead to 

change are to be established (2, p. 288). 

This study was significant in that it determined if a 

relationship exists between school climate, as perceived by 

teachers, and eleven types of leadership behavior of 

principals and provided the rationale for personalized growth 

plans for leaders in light of such a relationship. 

Definition of Terms 

School climate is the school environment. Climate is 

composed of eight factors; high morale, school renewal, 

respect, continuous academic and social growth, cohesiveness, 

trust, caring, and opportunities for input (10). 
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School climate determinates are components of the school 

operation that largely determine the quality of the school 

climate. The eighteen components that are determinates of 

climate are grouped in three broad categories listed as 

follows: program, process, and materials (10). 

Humane teachers demonstrate a marked compassion, 

sympathy, and consideration for other human beings. Such 

teachers show a great respect for both colleagues and 

students (10, p. 7). 

Opportunity for input exists when persons within the 

organization have the opportunity to contribute ideas and 

believe that their ideas have been considered (10, p. 7). 

Caring is evidenced when each individual in the school 

believes that others are concerned about him as a human 

being. Each knows his well-being will make a difference to 

someone else (10, p. 8). 

Individualization refers to the situation in which the 

curriculum is designed to adapt to the needs or special 

circumstances of the individual. A wide variety of pace 

and content options are provided for the learner in individ-

ualized and varied learning environments, avoiding a single 

mode of instruction, class size, or atmosphere (29, p. 13). 

Supportivehess is indicated when a school provides a 

system of positive reinforcement and a variety of ways in 

which students can be productive and successful. The school 
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designs programs consistent with an ever-changing society 

(29, p. 15). 

Innovativeness occurs when the school, as an institution, 

is self-renewing in that it is growing, developing, and chang-

ing rather than following routines. Diversity and pluralism 

are valued (29, p. 13). 

Suitability of school plant indicates that the buildings 

which have been developed are adaptable to the needs of the 

programs and persons (29, p. 15). 

CFK Ltd. is a philanthropic foundation, established by 

Charles F. Kettering II, with a primary focus on improving 

the learning environment of elementary and secondary schools 

(10, p. iv) . 

Projective technique is a method of inferring person-

ality aspects from the subjects ascription of meaning to 

relatively clearly structured situations; for example, the 

subject tells stories about pictures in the thematic 

apperception test (14, p. 452). 

Leadership behaviors or themes are a group of behaviors 

that facilitate growth of teachers which, in turn, facilitates 

growth of students. Eleven themes of effective administrators 

have been identified (7). 

Mission theme refers to the behavior of the manager who 

attempts to make a direct and significant difference in the 

lives of staff members (7), 
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Manpower development is indicated by the manager's 

ability to receive satisfaction from the personal and pro-

fessional growth of staff members (7). 

Relator theme indicates that the manager expresses 

feelings and thoughts openly and encourages others to do 

the same. The manager has developed strategies to build 

relationships with the staff (7). 

Delegator theme refers to the ability by the principal 

to know each teacher1s strengths and interests and to 

delegate appropriately so that each teacher grows and is 

successful (7). 

Arranger theme refers to the ability of the manager to 

place people and things in configurations that achieve the 

educational objectives of the school. Arrangers show 

organizational ability and display synergistic thinking (7). 

Catalyzer theme refers to the ability of a manager to 

stimulate the performance of teachers through being open, 

creative, innovative, and enthusiastic (7). 

Audience sensitivity is indicated when the manager is 

sensitive to the attitudes, thoughts, and feelings of the 

various audiences and uses this insight in the decision-

making process C7) . 

Group enhancer looks for the strengths in the staff 

members and has a positive attitude toward them (7). 
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Performance-orientation theme is observed in the manager 

who is goal-directed. This person uses criteria for measure-

ments, has definite objectives, and is interested in measur-

able results (7). 

Work-orientation theme indicates that the manager is 

intensely involved in work and is almost continuously think-

ing about it. This person possesses a great deal of stamina 

and ordinarily is actively involved for long periods of time 

(7) . 

Ambiguity tolerance is observed in the manager who 

displays a tendency to suspend judgment until as much 

evidence as possible is available from involved parties. 

Much restraint is placed upon impulsive decision making (7). 

Limitations 

The scope of this study was limited to identifying 

teachers' perceptions of the school climate. Only the 

principals and teachers in one selected school district, with 

a total school population of 17,309, were involved in the 

study. The district is located in a middle- to upper-middle-

class suburban community near Seattle, Washington. Therefore, 

the findings and conclusions of this study are valid for the 

population studied and others that might be similar. 

Basic Assumptions 

It was assumed that participants in the study, principals 

and teachers, responded honestly to the interview and survey 
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instruments. It was further assumed that the responses 

received on the survey instrument were impressions of the 

environment held by the teachers in each particular school. 

Instruments 

Instruments used to collect the data included the 

following: 

1. Demographic Questionnaire; 

2» CFK Ltd. School Climate Profile; and 

3. Administrator Perceiver Interview. 

Demographic Questionnaire 

This instrument was designed to secure demographic data 

about the principal, the size of the school, and other general 

information. These data were collected from the central office. 

A total of eight items were included. (See Appendix A.) 

CFK Ltd. School Climate Profile 

In order to study the teachers' perceptions of the 

school climate, the CFK Ltd. School Climate Profile was 

utilized. (See Appendix B.) This instrument was reported 

in the Phi Delta Kappan publication, The Principal As The 

School CIimate Leader: A Challenge to the School (10). In 

1973, it was refined and updated by two-hundred school 

administrators involved in schools' climate-improvement 

endeavors. 
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The original profile is comprised of four sections: 

general climate, program determinates, process determinates, 

and material determinates. Eight general climate factors, 

seven program determinates, eight process determinates, and 

three material determinates were identified, with five 

questions for each factor or determinate. (See Appendix C 

for further definition and delineation.) The survey was 

completed in about twenty minutes. Each question was 

answered on a four-point scale: rarely occurs = 1, sometimes 

occurs = 2, often occurs = 3, and very frequently occurs = 4. 

Administrator Perceiver Interview 

The second instrument utilized in the study was the 

Administrator Perceiver Interview developed by Selection 

Research, Inc. This tool was used to determine leadership 

behavior of principals within a selected school district. 

It is a projective instrument in which the principal responds 

to fifty-five open-ended questions designed around eleven 

leadership behaviors. The questions were presented in a 

face-to-face interview. The interview was structured so 

that the same questions were asked in a prescribed manner. 

The interview was tape-recorded and administered in 

approximately sixty minutes. Following each interview, 

answers were coded as correct or incorrect, and scores were 

computed that had a range from zero to fifty-five. 



19 

Sets of behaviors have been identified, and the 

behaviors have been thematically defined and labeled as 

themes. Analysis, conducted and reported by the Selection 

Research, Inc., 1974, of the Administrator Perceiver Inter-

view , has indicated an index of reliability of +.94 for the 

total perceiver interview. The index of reliability for 

twelve themes was determined by item-theme correlations as 

follows: mission +.87, manpower development +.81, relator 

+.87, delegator +.83, arranger +.82, catalyzer +.77, 

audience sensitivity +.80, group enhancer +.83, discriminator 

+.74, performance orientation +.78, work orientation +.77, 

and ambiguity tolerance +.84 (6). 

Validation studies of the instrument in 1975 included 

a comparison of the total score and each theme with an out-

side criterion. A correlation between the Administrator 

Perceiver Interview and teachers' ratings on a teacher ques-

tionnaire of leadership behavior of the administrator was 

+,65. The comparison of themes with the outside criterion 

indicated that the discriminator theme did not have a 

substantial relationship to the criterion. This theme is 

presently under experimental study and was not included in 

the statistical treatment in this study. 

Intrarater reliability, the extent two observers agree 

in the assignment of scores, is +.85 for the Interview. This 

correlation indicates that scoring reliability for the 

instrument is high. (6) , 
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Design of Study 

This study is considered, in part, as ex.post facto 

research- that can be defined as 

. . . a systematic empirical inquiry in which 
the scientist does not have direct control of 
the independent variables because their mani-
festations have already occurred or because 
they are inherently not manipulable (20, p. 379). 

Owing to design limitations, caution must be exercised in 

interpreting the results. Randomization and experimental 

manipulation were not feasible; so the results must be 

interpreted in that light. 

This study was designed to determine the correlation 

between the school climate and the leadership behavior of 

selected school principals. No experimental design was 

necessary, since the criterion measurement was the score on 

the CFK Ltd. School Climate Profile administered in September. 

Correlations were computed between total score and subtest 

scores on the OFK Ltd. School Climate Profile and total scores 

on the Administrator Perceiver Interview. Relationships 

between the variables were tested for significance. There 

was no attempt to assign causality to climate and leadership 

behavior. 

Procedures for Collection of Data 

Identification and Selection of Subjects 

All subjects in this study were from a northwest, 

suburban school district. Permission was obtained from the 
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superintendent of schools to conduct the study in the Lake 

Washington School District, which serves the three communities 

of Redmond, Kirkland, and Juanita and which is located in the 

suburbs of Seattle, Washington. The total population of 

66,500 is composed of middle- to upper-middle-class residents. 

The school district has a school membership of 17,309. 

Fifteen elementary schools, three junior high schools, and 

two senior high schools participated in the study. A total 

of 20 principals and 542 teachers participated. 

Collection of Data 

Each principal was administered the Administrator 

Perceiver Interview during the last week in October or the 

first week in November, 1977. The instruments were coded and 

analyzed by trained test administrators. In addition, demo-

graphic data for each principal was collected. Teachers in 

the district responded to the CFK Ltd. School Climate Profile 

Instrument in September, 1977. Instructions were included 

for responding to the questionnaire. 

Procedures for Analysis of Data 

Data and statistical techniques used in this study were 

programmed and processed by the North Texas State University 

Computer Center as follows: 

1. Calculation of means and standard deviations of 

teachers1 perception of school climate for each school site 

and for the total district; 
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2. Calculation of the mean and standard deviation of 

leadership behavior of principals as determined by the 

Administrator Perceiver Interview; 

3. Determination of the degree of relationship between 

variables of leadership behavior of principals and school 

climate by calculation of the Pearson Product Moment 

Correlation Coefficient. (Hypotheses I, II, III, IV, V, VI, 

VII, VIII, and IX.) The formula is as follows: 

r = E zx zy 

; and 
N 

4. Testing correlation coefficient for a significant 

difference from zero. The test utilized was the distribution 

of t. The t value required is given by the following formula: 

N-2 

1-r2 

The .05 level was considered significant for all statistical 

tests used in this study. 
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CHAPTER II 

REVIEW OF RELATED LITERATURE 

The purpose of this study was to investigate the rela-

tionship between the school climate and the leadership 

behavior of selected school principals. A review of the 

literature applicable to the hypothesis was needed to provide 

the basis for additional research on school climate and the 

possible correlate, leadership behavior. 

The reyiew of the literature, based on readings from 

studies, articles, research reports, and journals which have 

implications for this study, is arranged into subtopics. The 

-four subtopics are as follows; (a) Leadership of the school 

principal, (b) Organizational climate, (c) Leadership of the 

principal in relation to school climate, and (d) Research on 

leadership of the principal in relation to school climate. 

Leadership of the School Principal 

Public confidence in leaders has declined in the last 

decade. Eighty-three per cent of Americans polled do not 

trust persons in positions of leadership as they did in the 

past (53, p. 30). Confidence in Congress, the Supreme Court, 

business, college presidents, the military, doctors, and 

lawyers dropped sharply during the past ten years, with the 

tunnoil of the tumultuous period leaving a corrosive residue 
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of apathy and skepticism that has eaten away at all the major 

institutions (53, p. 30). 

Education is no exception to this phenomenon. The growth 

in size and complexity of educational institutions has caused 

many problems for the administrators. Bennis, stated, 

The irony of our times is that precisely when 
the credibility of leaders is at its lowest, when 
survivors in leadership positions feel inhibited 
from exercising what little powers we have, we most 
need people who can lead. The crisis calls for 
leadership (4, p. 55). 

This is true for superintendents, principals, assistants, as 

well as for college presidents. 

In this period of reduced confidence in leader behavior, 

the administration of the public school has been a static 

one. The leadership role has been dictated by the expecta-

tions of the system. In a comprehensive review of the 

he-havioral characteristics of principals, Wiggins noted that 

the school leader is commonly confronted with a hidden script 

which dictates his behavior. In most cases, the school and 

the school district have had a powerful influence on the 

leadership behavior (88, p. 2). 

If an organization is to be successful, according to 

Casburn, it must develop a structure and mechanism to provide 

% or its maintenance and continuity (17, p. 62). An expanded 

or changing role for the principal is one of the essential 

element? for the continuation and preservation of public 

schools- Knezevich. noted that the effectiveness of efforts 

expended at various levels of administration is determined 
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finally at the attendance level (52, p. 376). It is here 

that the learning outcomes are in evidence. The adminis-

trational organization of an educational system must be 

designed to facilitate the teaching-learning process. 

The increased study of the school principalship is 

reflective of the growing importance of the position. There 

is an increasing recognition that., as school administration 

units become larger and as functions become more complex, the 

administration of the individual school becomes increasingly 

more important in achieving educational objectives. The 

principal holds a key position in the school. Trump describes 

the principal as the most potent factor in determining school 

excellence C84, p. 3). The principal more than anyone else 

determines the nature and extent of the school's services. 

The role of the principal is changing as the position 

increases in importance. The middle management position has 

become more submerged and compartmentalized. The prolifera-

tion of hierarchy in the school system and the forces of 

socialization which tend to force the individual principal 

into the role of maintaining stability have limited the 

leadership options of the principal. However, even with the 

limitations and changes, it is still within the power of the 

principal to determine, to a great extent, the nature of the 

role he plays. 

To become an effective leader, the principal must under-

stand the meaning of leadership and must be able to function 
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as a leader. There is no other public agency or private 

enterprise that can compare with a public school for encom-

passing such a melting pot of diversified activities under 

one system and for requiring such a complete understanding 

of administrative behavior by its leaders (17, p. 62). 

Less clear is precisely what is meant by leadership 

behavior for principals. Two factors, institutional and 

interpersonal, of leadership have been reported by Halpin 

C37), Doll (.23) , Hedges (42), and Brown (16). In a study by 

Brown the factors were identified as person orientation and 

system orientation, whereas Halpin identified the factors as 

initiating structure and consideration (16, p. 68; 38, p. 290) 

The development of leadership skills is more important 

than position power. Leeper (.54, p. 3) views leadership as a 

function rather than a status role. He defined leadership 

as a set of functions needed for effective operation and 

improvement of the organization. The behavior of the leader 

varies from one situation to another. Hemphill (44) has 

demonstrated empirically that variance in leader behavior is 

significantly associated with situational variance. 

The situational or contingency theory of leader effec-

tiveness has been increasingly supported by many writers. 

According to Mintzberg, the behavior of the leader at a 

particular point in time is influenced by four nested sets 

of yariahles which- include the following; 
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1. Environmental variables, including characteristics 
of the mileau, the industry and the organization; 

2. Job variables, including the level in the organiza-
tion and the function supervised ; 

3. Person variables, including the personality and 
style of incumbent; and 

4. Situational variables, including a host of time 
related factors C64, p. 130}. 

In this framework, leadership can and should include a 

variety of styles. Blanchard and Hersey (8), in formulation 

of a leadership theory for educational administrators ques-

tioned the appropriateness of a single or normative leadership 

Style. Early leadership studies conducted at Ohio State 

University first challenged the assumption that one style of 

leadership was best C4 4 i. 

Recent research, studies clearly indicate that there is 

no single, all-purpose style. Managerial style develops 

from adaptation to a variety of forces (3, p. 2). The 

:multipli,ci.ty Of roles requires that the educational adminis-

trator be an adaptive leader. Successful leaders are those 

who can adapt behavior to meet the demands of each unique 

environment (7, p. 303). 

Leadership style should vary, Blanchard and Hersey (8) 

maintained, in relation to the maturity of the followers. 

The life-cycle theory, formulated by Blanchard and Hersey, 

attempted to provide a leader with some understanding of the 

relationship between effective styles of leadership and the 

level of maturity of the followers (7, p. 304). 
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Owens reported that the impact of the leader is deter-

mined by ability to integrate, balance, and adjust components 

of style with the situation, the group, and the personal well-

being of the leader (69, p. 137). Research by Wiggins (87) 

supported such a concept. The principal's concept of his 

role, the need-disposition of the personality, and the role 

expectations of various groups have a tremendous effect on 

the style. 

Focusing on behavior, maintained Owens, offers more 

promise and is more beneficial to the administrator than 

attempting to focus on the abstract image of style (69, 

p. 1371. In contrast, a study of leadership style by Chung 

C18i reported that higtL job satisfaction of teachers was 

significantly related to management styles. This is further 

supported by an investigation by House (48). 

Do leadership style, behavior, or dimensions have an 

impact on the teaching-learning process, as suggested by 

Knezevich (52, p. 37 6)? Leadership behavior, according to a 

study by Rasmussen (70) , did not appear to change a school's 

performance when the criterion of effective/ineffective 

schools was utilized. Conversely, Marcus and others reported 

a significant relationship between administrative leadership 

and a school's success in raising achievement. Analysis of 

the data indicated that students attending sch.ools in which 

principals emphasized the instructional role made greater 
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achievement gains in the area of reading and mathematics than 

students in control schools (59, p. 1). 

Brown pointed out the inherent dangers in evaluating 

leadership by the criterion of educational output and 

suggested the evaluation of leadership should be made in 

terms of organization dynamics-: 

Good leadership is a necessary but not a 
sufficient condition for a high cognitive payoff 
at the pupil level. The explanation lies in 
organizational not educational terms. Good 
leadership, like other healthy organization 
dynamics, facilitates the process of the organi-
zation not the product. Cognitive outputs are 
teachers - outputs, organization outputs like 
morale and satisfaction are the administrators'. 
The principal's effect on cognitive output is 
only through organizational outputs (16, p. 71). 

In summarizing the extensive review of the research, 

Heneley and his co-authors formulated the following general-

izations about leadership; 

1. Public school leaders exhibit different but 
characteristic leader behavior styles; 

2. Reference groups express conflicting expectations 
and preferences concerning leader behavior; 

3. Incongruence in expectations for leader behavior 
influences satisfaction, effectiveness, confidence 
in leadership and attitudes toward the work 
situation; 

4. Misconceptions and value differences interfere 
with the effectiveness of leaders in interpersonal 
relations; and 

5. Leader behavior affects organizational achievement 
(.45, pp. 116, 118, 119, 120, 121). 

Organizational Climate 

Climate always exists. It is not either absent or 

present; it is good or bad, open or closed, supportive or 
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nonsupportive, authoritative or democratic, or even ambivalent 

(22, p. 368). Yet climate has been ignored too often in the 

study of the organization, especially in the educational 

setting. Indeed, climate is probably one of the least under-

stood concepts in management. 

Climate is the attitude pervading a group or an organi-

zation, as an intellectual climate. The American Heritage 

Dictionary defines climate as "a prevailing condition in 

human affairs, as the political climate" (66). Whereas, 

Owens refers to climate as "the tone, the atmosphere, or the 

personality of an institution or school (69, p. 167). 

Tunney and Jenkins referred to the term "climate" as 

"the aggregate of social and cultural conditions which 

Influence behavior in the school—all of the forces to which 

the Individual responds which are present in the school 

environment" (85# p. 29). 

Several theories have helped to conceptualize the 

dynamics of organizational behavior. Getzels and Guba (33) 

viewed administration as a social process. Administration 

occurs as a heirarchy of subordinate-superordinate relation-

ships within a social system. Functionally, the administra-

tive process consists of integration of roles and facilities 

for the achievement of goals of the system. Operationally, 

administration takes place in the interpersonal setting and 

Is Inyaxlably concerned with social relationships. Social 

hehaylor Is conceived as a function of interactions among 
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elements of nomothetic dimension (the institution) (33, p. 56) 

and elements of idiographic dimension (the individual) (33, 

p. 65) which are in the social system. 

The immaturity-maturity theory of the organization was 

formulated by Argyris (.2),. While at Yale University, Argyris 

examined industrial organizations to determine what effect 

management practices had on individual behavior and personal 

growth within the work environment. According to Argyris, 

keeping people immature is built into the system, and there 

is incongruity between the needs of a mature personality and 

the formal organization. Argyris challenged management to 

provide a work climate in which everyone has a chance to 

mature as an individual while working for the success of the 

organization. 

Since climate is viewed as the aggregate of the influences 

on an institution or school, the organizational structure is 

important in an understanding of climate. Hencley and his 

co-authors stated, 

Each organization is a goal-oriented purposive 
unit, a structure that is rationally oriented, and a 
social system. It is this latter aspect of organi-
zation that is treated here. Almost as soon as an 
individual seeks employment in an organization he 
begins to affect it and be affected by it. . . . 
Studies have been made of various aspects of indi-
vidual and group interaction in constructing what can 
be called the organizational climate (45, p. 149). 

A summary of the research, on group dynamics, made by 

Heichberger (.43) , indicated that change occurs in the human 
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relations structure among individuals within a social organi-

zation. The generalizations included the following; 

1. The group determines much of the individual1s 
attitudes toward himself and others; 

2. Groups develop pressures toward group solidarity 
among members. The persistent deviate tends to be 
rej ected by the group; 

3. Individuals select information received in terms 
of group beliefs, sanctions, and stated positions; and 

4. Groups establish standards for the performance of 
individuals C43, p. 110). 

Owens has noted that the main emphasis of recent research 

supports the view that organizational behavior can be seen as 

a function of dynamic interrelationship between the needs of 

the individual person and the role of the organization (69, 

p, 169}. 

Maslow1 s theory (60.) of human needs has added additional 

insight into the understanding of the individual within the 

organization structure, Maslow indicated that in all human 

beings: each, need must be satisfied before attention can be 

turned to the next higher need. Before a man may begin to 

fulfill h-is need for self'-actualization—or even feel that 

need, lower needs must be satisfied. The needs were arranged 

in a hierarchial fashion from lower needs to higher needs as 

follows; 

1. Physiological needs toxygen, water, food, elimination), 
2. Safety needs (freedom from danger), 
3. Love needs (belongingness), 
4. Esteem needs (need for approval), 
5. Need to know: and understand, 
6. Aesthetic needs (beauty and symmetry), and 
7. Needs for self'-actualization (60, pp. 80, 84, 89, 

90, 91, 97). 
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Needs at the lower levels of the hierarchy must be reasonably 

satisfied before the needs at the next higher level are of 

interest. The knowledge of the theory of human needs provide 

a base for identifying the appropriate motivational factors. 

The motivation-hygiene theory resulted from the research 

of Herzberg (46) . Two factors of the organizational structure, 

hygienic and motivator, are central to Herzberg's theory. 

Hygienic factors are associated with the conditions of work 

and are extrinsic in nature. Failure to provide hygienic 

factors results in dissatisfaction. Motivators are associated 

with- the work itself, are intrinsic in nature, and result in 

satisfaction. Examples are recognition, achievement, and 

increased responsibility. Failure to provide hygienic factors 

can cause dissatisfaction, but providing hygienic factors does 

not necessarily result in satisfaction. The absence of dis-

satisfaction does not result in satisfaction. Based on this 

theory, many tools utilized for motivation may be ineffective. 

Study of organizational structure in the educational 

setting began in I960. In a review of the organizational 

development in schools, Tunney and Jenkins (85, p. 21) stated 

th.at Biles (63) had presented the first systematic effort to 

conduct research in the school setting. This was followed by 

the work of Rogers (.711 and by that of Schmuck and Miles (24). 

One of the most important contributions in this area was 

.made by Halpin and Croft (40I, who developed the Organizational 

Climate Descriptive Questionnaire in which six types of climate, 
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ranging on a continuum from open to closed, were identified 

as open, autonomous, controlled, familiar, paternal, and 

closed. Three factors were found to be descriptive of the 

climate: authenticity or openness of the behavior of the 

principal and the teachers, satisfaction in respect to task 

accomplishments and social needs, and leadership initiation. 

In their study of seventy-one schools, open climate was 

related to the genuine or authentic behavior of principals 

and teachers. Closed schools lacked this authentic character-

istic . 

Halpin identified eight dimensions of a school climate: 

disengagement, hindrance, esprit, intimacy, aloofness, pro-

duction emphasis, thrust, and consideration (40, pp. 150, 151) 

Thrust and consideration, as demonstrated by the leader, 

indicated a good situation in that the group members secured 

adequate satisfaction of social needs and also felt a sense 

of task accomplishment. 

Schutz (75), in a study of leadership in groups, iden-

tified three factors of interpersonal needs that have been 

substantiated in research and used in studies of school 

organization. The factors, closely resembling the factors 

of social needs, esprit, and social control identified by 

Halpin, are as follows: 

Affect ion'-̂ need to seek interpersonal expres-
sions of friendship, emotional attachment, close 
personal attachment, etc. (contrary behaviors would 
be dislike, emotional distance, and coolness); 
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Control—need for dominance, rules, authority, 
etc. (contrary behaviors would be resistance, rebel-
lion, and submission); and 

Inclusion-—need for belonging, communicating, 
identification (contrary behaviors would be isolated, 
lonely, ignored, excluded) (74, p. 150). 

The Charles F. Kettering Foundation (CFK) task force 

(1973) developed a school-climate profile to identify factors 

of the school climate. A panel of practicing school adminis-

trators critiqued and pilot tested the instrument. Incor-

porated in the final instrument were eight factors of school 

climate. The eight factors which comprise the climate and 

determine its quality, according to Fox and co-authors, include 

the following; 

Respect. School should be a place where there 
are self-respecting individuals. Respect is due to 
others; 

Trust. Trust is reflected in one's confidence 
that others can be counted on to behave in a way that 
is honest;, 

High Morale. People with high morale feel good 
about what is happening; 

Opportunities for Input. Not all persons can be 
involved in making the important decisions. . . . But 
every person cherishes the opportunity to contribute 
his or her ideas and know they have been considered; 

Continuous Academic and Social Growth. Each 
student needs to develop additional academic, social 
and physical skills, knowledge, and attitudes. . . . 
Educators, too, desire to improve their skills, 
knowledge, and attitudes within the school district; 

Cohesiveness. Members feel a part of the school 
and want to stay with it; 

School Renewal. The school should be self-renewing 
in that it is growing, developing, and changing. . . . 
Divergence and pluralism are valued; and 

Caring. Every individual in the school should feel 
that some other person or persons are concerned about 
him as a human being C3Q, pp. 7, 8, 9). 
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The CFK Ltd. School Climate Profile measures these factors by 

determining to what extent program, process, and material 

elements are present in the school climate. 

Stern (78) developed a different approach to the descrip-

tion of the school climate. Stern's work centered on the 

need-press concept. Both need of the individual, internal 

and external, and press, the influence of environmental 

factors, contribute to the climate of an institution. Utiliz-

ing this concept in a study of the climate of high schools, 

seven factors of the organizational climate that had an effect 

upon the students were reported as follows: intellectual 

climate, expressiveness, group life, personal dignity, achieve-

ment standards, orderliness, and practicalness (79, p. 260). 

Fox (291, writing about the variables that have an 

impact on the school's climate, noted that school staffs are 

becoming increasingly aware that professional work is done 

within an organizational and interpersonal climate. The 

climate is dependent upon such variables as the following: 

1. Communication patterns 
2. Norms about what's appropriate or how things 

should be done 
3. Role relationships and role perceptions 
4. Influence relationships 
5. Rewards and sanctions 

There are two basic indicators of a healthy school 
climate: effective learning and personal satisfaction. 
In schools with healthy climates, innovations are 
easily developed and teachers feel good about their 
relationships. If the climate is not healthy, there 
may be low innovativeness, job dissatisfaction, 
alienation, lack of creativity, complacency, con-
formity and frustration (29, p. ix). 
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In a study by Offenberg (.67) , eleven variables that 

provide a description of the idiographic aspects of the 

schools' organizational climate were identified. Age, sex, 

job role, marital status, ethnic social distance, extrinsic 

reward, cooperative environment, administrative reward, 

administrative hindrancef administrative control, and commit-

ment to the school were th.e variables identified by the 

Or g arijz at joria1 Pattern Questionnaire. 

The study of climate is important to educators, Mayer 

C611, student and writer on educational problems, has noted 

that the school has traditionally utilized the bureaucratic 

organizational model. Mayer expressed the view that it was 

unfortunate for the largest profession, the one that most 

pervades the society, to follow the model uncritically, for 

the schools, of all agencies of the society, should be the 

most concerned about human factors associated with the 

organizational life. 

The problem is what determines a humane school. Johnson 

(51) defined a human-centered education program as one which 

respects personality, encourages self-realization, develops 

desirable attitudes, and builds a positive self-concept in 

the individual. Similarly, Blume stated, 

W& must help our young to develop compassion, 
concern for others, faith, in themselves, the 
ability to think, critically, the ability to love, 
the ability to cooperate with, others, the ability 
to .maintain good health., and above all, the ability 
to remain open to other people and new experiences. 
This* is humanistic education (.11, p. 411) . 
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At the University of Florida, Combs (19) investigated 

the nature of helping relationships in schools. The organi-

zations were examined to determine the general perceptual 

organization, the perceptions of other people, the percep-

tions of self, and the perceptions of the professional task. 

The results of the studies indicated that effective helping 

relationships were characterized by people who typically 

approach their problems from the point of view of the other 

person, by beliefs concerning what other people are like, by 

people who view self as positive, and by differences between 

people with respect to purposes. 

Humaneness continues to be an essential aspect of any 

successful .management enterprise. If humaneness is not 

inherent in a manager's style, according to Erickson, subtle 

destructiveness grows and hinders the success of the educa-

tional enterprise. Characteristics attributed to humane 

.managers by Erickson are the following: 

Believes employees wish to succeed 
Accepts employees as co-workers 
Is supportive and positive 
Is accepting of different opinions 
Listens carefully to associates 
Trusts others 
Is open, honest, authentic 
Involves associates in decisions 
Is helpful and friendly 
Accepts self as is, is able to accept others 
as they are 

Is concerned for persons as. individuals (25, pp. 10-11) . 
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Even though most educators would agree on the importance 

of the humane aspects to the educational process, Borton has 

been critical of the school's attention of such factors: 

There are two sections to almost every school's 
statement of educational objectives—-one for real, 
and one for show. The first, the real one, talks 
about academic excellence, subject mastery, and get-
ting into college or a job. The other discusses the 
humane purpose of the schools-values, feelings, personal 
growth., the full and happy life. It is included 
because everyone knows that it is important, and that 
it ought to be central to the life of the school. But 
it is only for show. Everyone knows how little schools 
h-ave done about it (12, p. 56). 

Th.e climate of a school is of concern to educators for 

another- reason. The climate of the organization is the first 

and most important concern in initiating change. It appears, 

according to Doak (22), that climate is often neglected in 

the eagerness to move the organization toward a predetermined 

goal. To do this is to neglect the fact that organizations 

a r e people, and can accomplish goals only through people. 

Consideration^ of the climate in the change process include 

goal definition or formulation, leadership style, self-worth 

of individuals, and staff morale. 

Biles has observed that there is an important, but often 

overlooked, aspect of planned change and that is, the notion 

that any planned change effort is deeply conditioned by the 

state of the system in which it takes place. Specific 

change attempts have roost typically been "in figure," 

occupying the focus of attention, while the organization has 

remained the "ground." The position taken by Miles is that 
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the state of health, of an educational organization can tell 

us more than anything else about the probable success of a 

particular change effort (63, pp. 375-376). 

Brickell indicated that climate must precede change, 

since change is viewed as threatening (.13, p. 8). People 

do not change in a threatening atmosphere. Behavior becomes 

defensive and entrenched. Surface behavior may change, but 

attitudinal change only occurs in the right environment. Doak 

(22) appears to support Brickell*s view of climate and change 

when he notes that "climate is the cornerstone for educational 

change" C22, p. 371}. 

The previous review of the literature—including the 

definition oi climate; the theoretical basis of climate; the 

early studies in school climate; the factors, dimension, and 

characteristi.cs of climate; and the importance of climate to 

the humanistic goals and to th.e change process-—has attempted 

to develop systematically and logically the importance and 

need for attention to the study of school climate. Presently 

there is still limited research on the organizational climate 

o f schools. Jenkins and Tunnery C85) report that the most 

current active center doing research and development in the 

organizational development in schools is the Program on 

Strategies of Organizational Change of the Center for the 

Advanced Study of Educational Administration at the Univer— 

of Oregon. Two other centers are currently involved with 

educational organizational development—the University of 
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Michigan, testing the use of power and conflict oriented 

change strategies, and the State University of New York at 

Albany, 

A comparison, of climate, as perceived by all of the 

school representatives (principals, support groups, teachers, 

and students) in innovative and other schools, was reported 

by Tunney and Jenkins C85) , When the' perceptions of respon-

dents were measured by the CFK Ltd. School Climate Profile, 

bindings indicated that there was no relationship between 

principals and teachers in the area of caring but that there 

was a relationship between principals and management support 

gjrgup̂  in seven factors of school climate. 

One study of interest, conducted by Wiggins (87) , found 

a compelling organizational climate stability. Climates did 

not change when the principals were replaced. Ogilvie's 

study C68) supported the concept of the stability of climate 

over time- Results indicated that climate was relatively 

stable over & twelve'-month period. 

One interesting conclusion from the study by Wiggins 

1871 was that the principal's behavior became more signifi-

cantly related to the organizational climate as the length 

of his incumbency increased, suggesting that the school 

administrators were socialized by the organization. It 

appeared that large, urban school districts carefully pre-** 

pared principals to behave in a predictable and uniform 

.manner. 
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Garrett's -study - (32) supported such, findings concerning 

the relationship between school size and climate. When 

school size exceeded one thousand students/ climate was; more 

likely to he closed, The best climate, according to Smith 

C77)is found in small schools in high, economic areas. How-

ever, Jenkins and Tunney reported that the extent of a positive 

schpol climate is not predictable on the basis of size or 

location of the school C85, p. 125). 

Studies involving the climate of the school and the 

personality of the leader have been another area of explora-

tion. Tirpak (.83] found no relationship between climate and 

age and years of experience of the principal, but he reported 

a significant relationsJiip between the intelligence quotient 

and certain personality traits of the principal. This was 

not supported by Sargent (72). No proof could be found for 

th_e assertion that a principal's personality related directly 

to the characteristics of a high school1s organizational 

climate, reported Sargent. 

There appears to be strong support for the concept that 

preceptions of school climate vary among members of the school 

population. Principals cannot assume that the perception of 

climate of the principal is the same as for the teachers. 

Studies by Smith. (771, Tirpak (.831, and Sargent (72) 

reported consistent differences in the teachers' and princi-

pal's perceptions, with, the principal viewing the school 
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climate more favorably than teachers. However, this was 

not supported by DeRosia (21). 

DeRosia investigated the variability and the relation-

ships between organizational climates of twelve high schools 

in a Colorado School District and the perceptions of students 

teachers, and principals of five climate determinants. 

Utilizing the CFK Ltd. Scliool Climate Profile, it was found 

that teachers and principals perceived climate similarly. 

Smith, (77) noted that the further the respondent is 

from the administration, the less positive the perception 

of the climate, Jenkins and Tunney (85) found that the 

greatest difference in perceptions of climate existed between 

the principal and the student. This was supported by a study 

hy DeRosia (21), in which students' views differed signifi-

cantly from those of principals and teachers. 

Berry (61 conducted a study in which ten elementary 

school districts volunteered to create ways for revitalizing 

the schools. The hypothesis was that the creation of an 

environment supporting growth for the adults in the schools 

should increase pupil growth. The results of the study 

showed that adults and students made significant gains in 

skills, interpersonal relationships, and enjoyment. The most 

democratic schools achieved the greatest cognitive and 

affective gains. 

The unique contribution of the research concerning the 

organization cltmate, suggests Owens,, has been to provide 
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dimensions of climate so that measurements of factors can be 

made and to provide normative data making possible the com-

parison of school environments (69, pp. 173-174). 

Leadership of the Principal in 
Relation to Climate 

Another, contjri&utton of organizational climate has been 

to provide, a better understanding of organizational theory 

as applied, to the school setting. Schools appear to be no 

different from other organizations. Miles stated, 

In our own time, it has taken a good deal of 
agitation by people like Dan Griffiths to get school 
administrators and professors of education to accept 
the possibility that the school is in fact an organi-
zation, and as such- shares certain properties with 
all other organizations, and that administrative 
theory, if well developed in any field of human 
endeavor, could apply to the school business (63, 
p. 3821. 

Organizations are man-made, according to Grassie, but, 

once initiated, begin to fashion and shape members (35, p. 188) 

This influence is beneficial when it enables members to grow 

and develop both as servants of the organization and as 

people. It is this influence which schools should have on 

teachers and students. 

A crucial dimension of the administrative role is to 

mediate organizational and personal demands. Harkin suggests, 

The administrator can effectively mediate 
organizational and personal demands only to the 
extent that he recognizes the elements of the 
system, their interrelated functions, and his 
part in determining those functions (41, p. 334). 
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A survey of the literature indicates that this crucial 

administrative function is best served by the principal (45, 

84, 86) . Trump presents: the following view of the principal-

ship : 

Superintendents and other central office personnel 
may have beneficial impact on schools; but it is 
sporadic. The same is true of such outside consultants 
or university professors^ state educational department 
personnel, or visiting accreditation teams. The princi-
pal , therefore, must bear the responsibility. . . . No 
one is in a better position than the principal to 
influence the quality of the school (84, p. 4) . 

Trump concluded that the principal is the most potent 

factor in the quality of the school. With leadership by the 

principal, improvement of quality education can be enhanced 

within the school. Wey indicates, 

It is true that now and then an individual 
teacher or a small faculty group will take the 
initiative in attempting to improve the quality 
of education, but whenever an entire school 
becomes quality^education-minded, then almost 
without exception, it is the result of leader-
ship by the principal (86, p. 178). 

In 1973 two hundred administrators throughout the 

nation formed a CFK Ltd. Task Force to work on school climate 

improvement. This task force emphasized the principal's role 

as a leader as follows: 

In its most elementary sense, a school's climate 
is evidenced in the organizational behavior of the 
principal, his staff, and the students attending the 
school. There is strong evidence indicating that the 
organizational behavior exhibited by the principal 
greatly influences the types of organizational 
behavior displayed by his staff and students. In short, 
the principal's organizational behavior and the 
organizational behavior he expects from his staff and 
students are the key determinates in establishing the 
climate of the school (29, p. 3). 
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Many factors, however, inhibit the role expectations of 

the principal. Evaluation and task—related duties which may 

interfere with or prevent the quality of interaction were 

identified by Feitler (.28, p. 11) as possible inhibiting 

factors. On the other band, English- and Zaharis feel that 

the present role of the principal has been weakened and 

limited as a result of the archaic organizational structure 

of most school systems. 

Principals have become captives of their own 
school systems * procedures. They are currently 
being _ solidified into the compressed middle of an 
archaic line/staff hierarchical administrative 
structure which originally gave birth to their 
job as the first of the educations professions' 
role specializations. 

As collective bargaining continues to become 
adopted as the chief strategy for organizational 
conflict and resource resolution, the middle 
administrative position has become even more 
submerged and compartmentalized (24, p. i). 

This view is supported in a study by Bridges (15) which 

suggested that the principal's behavior is affected, perhaps 

even molded, by the bureaucratic role. Four characteristics 

Of bureaucracy listed as instrumental to the socialization 

process were suggested by Blau and Scott: 

1. A formally established system of rules and 
regulations governs official decisions and 
actions-

2. Organized tasks are distributed among the 
various positions as official duties; 

3. Officials are expected to assume an 
impersonal orientation in their contacts 
with- clients and other officials; and 

4. Employment by the organization constitutes 
a career for officials (9, pp. 8-9). 



51 

In contrast, Harkin felt that it is still within the 

principal's power to alter the organization within a 

bureaucracy (41, p. 340). Even though the larger system has 

assumed the making of numerous decisions for the principal, 

the principal can and does, intentionally or inadvertantly, 

define organizational patterns (41, p. 3411, 

Relating bureaucratic structure of the school to the 

leadership skill of the principal, Majoribanks reported an 

absence of a significant relationship between the bureau-

cratic and the dogmatic structure of principals (58, p. 357). 

Organizational structure did not appear to be related to the 

personality of the principal. The next step, according to 

Majoribanks, was to examine other factors that might affect 

the organizational structure. 

In sjaramarizing the bureaucratic structure and the rela-

tionship to school climate, Grassie and Carass pointed out 

that schools and professional staff are no different from 

other highly educated employees and employing organizations 

in that the same incompatabilities between process of pro— 

fessionalization and bureaucratization exist (36, p. 25). 

Whether the present role expectations of principals, 

including evaluation, task—related duties, or the bureaucratic 

structure, act as inhibiting factors, the principal's role as 

a mediator of organizational demands and personal needs still 

is iBOst crucial. Congruence of the goals of the organization 

and needs of the individual requires the recognition of 
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interdependence of organizational, technological, human, and 

social forces within the system. Harkin suggested that the 

principal can achieve congruence by improving communication 

in the school and by providing the avenues of growth for 

teachers which permit an expansion of the teachers1 roles as 

competence increases (41, pp. 341-342) . Suck a role empha-

sizes the importance of the principal in determining the 

quality of behavior in the school. Harkin concluded, "He 

Ithe principal] alone has the capacity to permit the defini-

tion of the organizational structure, to establish patterns 

of interaction which, can afford congruence between the 

individual and tixe organization" (41, p. 343) . 

An organizational model described by Likert (56) inte-

grates the findings from research, concerning ideographic 

needs (personal), and nomothetic goals (organizational) and 

specifies a relationship of leadership to organization 

behaviors. The model consists of tke following seven organi-

zational variables: 

1. Leadership processes used-
Extent to which superiors have confidence and 
trust in subordinates• 

2. Character of motivational forces--
Manner in which motives are used; 
Amount of responsibility felt by each member 
of organization for achieving organization's 
goals; 

3. Character of communication process--
Amount of interaction and communication aimed 
at achieving organizationls objectives; 
Direction of information flow; 

4. Character of interaction-influence process-
Mount and character of interaction; 
Amount of cooperative teamwork present; 
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5. Character of decision-making process^ 
At what level in organization are decisions made; 
To what extent are subordinates involved in 
decisions related to their work; 

6. Character of goal setting or ordering*--
Manner in which usually done; 
Are there forces to accept, resist, or reject 
goals; 

7. Character of control process—-
Extent to which the review and control functions 
are concentrated• and 
Extent to which control data (e.g., accounting, 
productivity, cost, etc.) are used for self-
guidance or group problem solving by managers 
and nonsupervisory- or used by superiors in 
punitive, policing manner (56, p p. 4, 5, g, 7, 9). 

Research supports the viewpoint that, where leadership 

facilitates meaningful interpersonal interaction, job satis-

faction increases C10-, 27, 47), Empirical findings reported 

b^ Wofford (89), identified five managerial behavior factors 

related to production and morale: procedural clarity and 

order/ interpersonal relations, goal setting, decision-making 

independence, and global or overall perceptions of the 

reference group members. 

In the National Principalship Study conducted by Gross 

and Herriott C37), the Executive Professional Leadership (EPL) 

of elementary school principals was studied. Executive 

Professional Leadership was defined as "the effort of an 

executive of a professionally staffed organization to conform 

to a definition of his role that stresses his obligation to 

improve the quality of staff performance" (37, p. 8}. Several 

patterns of behavior, suggested by Gross and Herriott, that 

may affect the principal as a leader included the extent to 
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which, the principal is willing to allow teachers to partici-

pate in central school problems, the extent to which the 

principal stresses status and bureaucratic impersonality, the 

degree to which social and managerial support is offered, and 

the extent to which support is given when teachers' authority 

over pupils is challenged (37, p. 155). Gross and Herriott 

also reported a relationship between the executive profes-

sional Leadership of principals and staff morale, professional 

performance of teachers, and pupil learning. 

Leadership behavior appears to have a great effect on what 

Is occurring in schools, Fietler, in the study of educational 

environments and principal leadership behavior, found that 

four types of leadership behavior were significantly higher 

for schools which, were described as participative groups as 

the end of the management continuum wasapproached. Tolerance 

of freedom, consideration, integration, and tolerance of 

uncertainty were the interpersonal behaviors found to be 

related to the organizational processes of the school. 

The results of this study suggest that there 
is a significant relationship between organizational 
processes, . . . and leader behaviors. . . . What 
is of greater interest is the implication that the 
positive regard for teachers exhibited by the 
principal is a determining factor in the organiza-
tional environment of the school (28, p. 11). 

Implications of the study, suggested Fietler, yielded 

substantial support for providing Interpersonal skill train-

ing to prospective and current administrators:. This proposi-

tion Is currently being tested by Fietler. After one year of 
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an intensive organizational-development program involving 

teachers and administrators, eleven of twelve schools showed 

substantial change in the direction of the school. The results 

suggest that interpersonal skill training can shift a school's 

organizational environment (28, pp. 11-12). 

That some skills may need to be developed has been 

supported by other authors (30, 82). Trump, for example, has 

indicated that school improvement requires principals with a 

high- priority on improving instruction, along with the right 

techniques for doing so (84, p. 4). From the study on change 

by the League of Cooperating Schools, Bentson reported the 

following; 

. . . even the best principals as rated by super-
intendents need a whole new set of skills in order 
to be effective change agents. Principals themselves 
recognize this. These skills include such things as: 
managing-decision making, implementing scientific 
problems-solving procedures; becoming aware of a great 
variety of resources which can be brought to bear on 
such problem solving^ becoming more discriminating in 
selecting such resources, and developing the skills 
to deal with the conflict built in the middle manage-
ment role (5, p. 9). 

Thomas (82) studied the kinds of behavior changes one 

could expect in elementary school principals as a result of 

laboratory training. The opportunity for the study of the 

effects of laboratory training on the interpersonal relations 

of principals with teaching staffs was provided by the Oregon 

Elementary School Principals Association in 1968. The results 

of the analysis procedure provided support for the following 

hypotheses; 
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The experimental-group principals showed more 
positive change toward being considerate to the 
individual needs of the staff; 

The experimental'-group principals displayed 
Increased leadership directed toward improving the 
quality of staff performances (EPL); 

The staff of the experimental-group principals 
showed more change toward higher group morale; and 

The experimental-group principals' schools 
changed toward more open organizational climates 
(82, p. 151• 

The CFK task force focused on the administrator's role 

in developing more humane school environment for learning 

C30, p. 1211. According to the CFK task force, the school 

personnel can affect positively the nature and the whole-

someness of the school's climate (30/ p, 121). Suggestions 

for improving climate, included the following goals; 

1. Expand your understanding of school climate, 
participative management, and the leader's role in 
creating an improved climate; 

2. Clarify and commit yourself to the leader-
ship role that you want to assume in your school, 
in your district, and in your community; 

3. Identify and prioritize climate problems in 
your school; 

4. Involve people in improving your school's 
climate; and 

5. Design and implement maintenance and feed-
back systems for Individuals and teams involved in 
school climate improvement (30, pp. 31, 32, 33, 34, 35) 

Research on the Leadership of the Principal 
in Relation to School Climate 

Blocker and Richardson (10), in reviewing twenty-five 

years of research in the area of teacher morale or job 

satisfaction, concluded that the administrator was the key 

figure. Satisfaction or dissatisfaction appeared to depend 

upon the quality of administrative relationships. More 
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recently. Holt (.47) investigated the leadership behavior of 

elementary school principals in relation to staffs' satisfac-

tion or dissatisfaction. Findings indicated that the leader-

ship behavior can promote a school environment which enhances 

teaching staffs. 

As noted by (?rassie, unravelling such relationships is 

of more than theoretical interest and importance. Improving 

the. morale and satisfaction of teachers is a perennial 

problem. If it can be shown that the related variables are 

susceptible to manipulation by administrators, then manage-

ment of the problem becomes more possible (35, p. 16). 

Fietler has, reported that, although existing research 

and theory support the relationship between leadership and 

organizational productivity, there is little empirical evidence 

to corroborate possible hypothesized relations for specific 

leadership behavior and measures of organizational processes 

in schools C28, p. 4}.. Particularly lacking is an under-

Standing of the effects of leadership on organizational 

characteristics or behavior. 

One early study, conducted by Halpin and Croft (40), 

addressed the relationship of the principal's role in creating 

an effective organizational climate in which the principal and 

other staff members could initiate acts of leadership. Thrust, 

which measured the index of authenticity of the principal, and 

Esprit, wrhi.ch provided an index of the authenticity of the 
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group, were considered very important outcomes of the study. 

Thrust and Esprit were defined as follows: 

Thrust refers to behavior by the principal which 
is characterized by his evident effort in trying to 
"move the organization." Thrust behavior is marked 
not by close supervision, but by the principal's 
attempt to motivate the teachers through the example 
which he personally sets. . . . 

Esprit refers to morale. The teachers feel 
that their social needs are being satisfied, and 
that they are, at the same time, enjoying a sense 
of accomplishment in their job (39, p. 151). 

In summarizing the study, Halpin inferred three param-

eters which could be used to conceptualize the social inter-

actions that occur within an organization: 

1. Authenticity: The authenticity or openness, 
of the leaders* and the group members' behavior; 

2. Satisfaction: The group member's attainment 
of conjoint satisfaction in respect to task accomplish-
ment and social needs; and 

3. Leadership Intiation: The lattitude within 
which the group members, as well as the leader, can 
initiate leadership acts (.38, pp. 191-192). 

School structure, leadership quality, and teacher satis-

faction were the focus of a study by Grassie and Carass (36). 

Controlling for differences in orientation to teaching by 

selecting a High-Level (HL) group, on the basis of a strong 

belief in the importance of a theoretical underpinning to the 

work as a teacher (36, p. 18), and by selecting a Low-Level 

(LL). group, who considered theory unimportant to teaching 

(36, p. 191, researchers examined the nature of relationships 

between perception of important aspects of organizational life 

and satisfaction with work and colleagues separately for the 

two groups. Some important similarities and differences were 
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observed. In both the HL and LL groups, satisfaction with 

work and colleagues correlated positively with leadership 

quality and negatively with hierarchy of authority. Differ-

ences in the two groups were observed on the organizational-

constraint dimension and the decision-making dimension. It 

appears to be the nature of the structure and the leadership 

quality perceived that is the cause of satisfaction. For the 

HL group/ this is more important than for the LL group. The 

HL group, the authors hypothesized, would expect to be 

involved in decision making, would expect leadership behavior 

high, in consideration and trust, and would become dissatisfied 

if organizational constraint and hierarchy authority were 

emphasized. 

The purpose of a study by Miskel (65) was to determine 

if leader style concepts and school climate were linearly 

and curvilinearly related to subordinate, superordinate, and 

organizational effectiveness criteria. The climate measures 

of innovativeness and supportiveness were positively correlated 

with. high, teachers' perceptions of principal effectiveness. In 

summarizing the results, Miskel stated that "supportiveness 

climate and leader consideration, as indicators of inter-

personal conditions, were positively related to subordinate 

and organizational effectiveness" C65, p. 12). 

Examination of existing relationships between the leader-

ship behavior of elementary school principals and the organi-

zational processes of the schools was the focus of a study by 
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Fietler (28) . The sample was composed of twenty-three 

principals and four hundred and twelve teachers in one 

urban school district. Utilizing the Leader Behavior Descrip-

tive Questionnaire (81) and an instrument to measure climate, 

leadership behavior and school typologies were examined to 

see if a significant relationship existed. Four leadership 

behaviors^-tolerance of freedom, consideration, integration, 

and tolerance of uncertainty—were found to be significantly 

higher for schools having participative group organizational 

processes than for schools with more authoritative processes. 

Fietler stated, 

These results provide support for social systems 
theory and the Likert model of organizational manage-
ment. Not only are leader behaviors related to 
organizational processes of schools, but specific 
leader behaviors are related to processes which are 
interpersonal in nature C28, p. 12). 

Similar findings were reported in a study by French (31). 

The problems of the study consisted of ascertaining relation-

ships between the organizational climate of elementary schools 

and the perceptions of the principal of administrative skills 

in twenty-five schools. The Organizational Climate Descrip-

tive Questionnaire (81) was used to measure climate, and the 

Q Sort of Administrative Skills, developed by Solbach and 

Nicholson (.1970), was utilized to measure principals' emphasis 

in three selected skill areas: technical, human, and con-

ceptual C311• Significance was reported between the human 

skill emphasis of principals of the most open and most closed 
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schools. Principals who placed high emphasis on human skills 

were identified with elementary schools where teachers 

perceived the organizational climate to be more open, where-

as principals who did not place as high an emphasis on 

human skills were identified with, schools where teachers 

tended to perceive the school's climate as being more closed. 

Brickner (14) reported similar positive results in a 

study of the relationship of leadership behavior and organi-

zational climate. Brickner suggested further research 

studies are needed confirming such relationships and also 

suggested that prospective administrators should be made 

aware of the construct of organizational climate and leader-

ship behavior. 

A research project conducted by Ignatovich (50) attempted 

to identify leader types from teachers' descriptions of the 

leadership behavior of elementary school principals; this 

project further attempted to study the effects of the leader-

ship types on the organizational behavior of teachers. 

Analysis of the teacher responses from ninety-nine Iowa 

schools revealed three basic principal behavior leadership 

types. Type One (Tolerant-Integrator) was described as 

exhibiting considerate and tolerant behavior; Type Two 

(Intolerant-Structuralists1 demonstrated bureaucratic 

behavior; while Type Three (Tolerant-Interloper) did not 

assume a leader role, Ignatovich made the following con-

clusions; 
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Types of principal leaders vary in their potency 
of leader behavior with Types One and Two equally 
potent.... 

Teachers' feeling that the principal burdens them 
with unnecessary "busywork" is significantly lower 
under Type One principal-leaders than under Type Two 
or Three principal-leaders. 

The "esprit" behavior of teachers under Type 
One principal^leaders is significantly higher than 
"esprit" under Type Two or Three principals-leaders. 

The congruence (agreement between principal and 
teachers in describing the principal's leader 
behavior] is significantly greater under Type One 
principal-leaders than under Types Two or Three 
principals-leaders (50, p, 14). 

Conversely, in a comparison of styles and school climate, 

Stine C8Q) reported that no significant relationship was 

found between the managerial style and the organizational 

climate of the school, as perceived by the teachers. This 

lack of relationship was supported in a study by Lewis (55). 

Examining the relationship between size, span of control, 

leadership behavior, and organizational climate, he reported 

an inverse relationship between leadership and organizational 

climate. 

Ernst*s C26) findings revealed no significant relation-

ship between selected characteristics of principals and the 

organizational climates of elementary schools. The princi-

pal's level of empathy or acceptance of self were not related 

to the organizational climate of the school. 

The level of the principal's dogmatism, as related to 

the climate of the school, was the focus of a study by Huff 

C.49) . No significant relationship was reported. In a 

similar study by Melnick (62), climate of the school was not 
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related to the level of dogmatism exhibited by the princi-

pal . 

Investigation of the leadership behavior character-

istics of elementary school principals, as related to 

organizational climate, was the purpose of a study conducted 

by Wiggins C87I. The theoretical construct of the social 

system theory provided Wiggins the conceptual base from which 

the principalis behavior was viewed as a result of inter-

action between his role expectations and his needs disposi-

tion. In addition to studying the relationship of the 

leadership behavior characteristics to the school climate, 

Wiggins also investigated the effect of the length of a 

principal's incumbency in a school upon his behavior and 

perceptions of the organizational climate. The findings of 

the investigation revealed that principal behavior and 

organizational climate were not significantly related. How-

ever, the principalls behavior became more significantly 

related to the organizational climate as the length of 

incumbency increased. There was pervasive support for the 

assumption that the school functionaries are socialized by 

their organizations (87, p. 105). In a speech to National 

Association of Elementary Principals, Wiggins stated, 

. , . the school and the school district are having 
a pervasive and powerful influence over the principal's 
behavior. This influence tends to neutralize individ-
uality and value compliance to what is expected. Com-
pliance is the process whereby principal's beliefs:, 
attitudes, and Behaviors are brought into line with what 
school expects from them C88, p. 2). 
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Wiggins suggested that the school administrator is 

influenced by the roles and expectations of the school, the 

school district, and the clientele as much as the school is 

influenced by his personal style as: administrator (87, p. 105) 

This justifies a reexamination of the theoretical construct 

that assumes a principal contributes to and is influenced by 

the school within which- he is engaged. The need for more 

empirical testing is obvious. 



CHAPTER BIBLIOGRAPHY 

Argyris, Chris, "Individual Actualization in Complex 
Organization," in Organizations and Human Behavior; 
Focus on Schools, edited by Fred Carver and Thomas 
Sergiovanni, New York., McGraw-Hill Book Company, 
1969. 

Personality and Organization, New York, 
Harper and Row Publishers, 1957. 

Barraclough, Terry, "Management Styles," Educational 
Management Review Series, no. 17, Eugene Oregon, 
University of Oregon, May, 1973. 

Bennis, Warren, The Unconscious Conspiracy: Why Leaders 
Can't Lead, New York, Amacon, 1976. 

Bentson, Mary M., "Study of Educational Change and School 
Improvement: A History of the League of Cooperating 
Schools," X,/n/E/A Reporter, Fall Quarter, 1969 . 

Berry, Keith, and others, The Guts to Grow, San Rafael, 
California, Dimensions Publishing, 1974. 

Blanchard, Kenneth- and Paul Hersey, "A Leadership Theory 
for Educational Administrators," Education, 90 
(April-May, 1970}, 303-310. 

° * r J / Management of 
Organizationa1 Behavior--Utillzing Human Resources, 
2nd rev. ed., Englewood Cliffs, New Jersey, Prentice-
Hall , Inc., 1972. 

9. Blau, Peter M. and W. Richard Scott, "The Nature and Types 
of Formal Organizations," Organizational and Human 
Behavior: Focus on Schools, edited by Fred C. Carver 
and Thomas J. Sergiovanni, New York, McGraw-Hill Book 
Company, 1969. 

10. Blocker, C. E. and R. C. Richardson, "Twenty-Five Years 
of Morale Research--A Critical Review," Journal of 
Educational Sociology, 33 (1962-1963), 200-210. 

11. Blume, Robert, "Humanizing Teacher Education," Phi Delta 
pan, 52 (March., 1971);, 411-415. ' ~~ 

65 



66 

12. Borton, Terry, "Reach., Touch, and Teach/' Saturday 
Review, January 18, 1969, pp. 56-58, 69-70. 

13. Brickell, Henry M., "The Dynamics of Educational Change," 
Theory Into Practice, 1 (April, 1962), 81-88. 

14. Brickner, Charles Ellas, "An Analysis of Organizational 
Climate and Leader Behavior in a North Dakota School 
System," unpublished doctoral dissertation, College 
of Education, University of North Dakota, Grand 
Folks, North Dakota, 1971. 

15. Bridges, Edwin JJ., "Bureaucratic Role and Socialization; 
Tire Influence of Experience on the Elementary 
Principal," Educational Administration Quarterly, l 
(Spring, 19751 , 19-28. "" — 

16. Brown, Alan F., "Reactions to Leadership," Educational 
Administration Quarterly, 3 (Winter, 1967), 62-73. 

17. Casburn, Edwin H., "Bureauracyjvs. Shared Decision 
Making," The National As soc iatlon Secondary S chool 
Principals? Bulletin, 60 (April, 1976) , 62-287" 

18. Chung, Kir-Suck, "Teacher-Centered Management Style of 
Public School Principals and Job Satisfaction of 
Teachers," unpublished paper presented at American 
Educational Research Association annual meeting, 
I3lnneapo 1 Is, Minnesota, March, 1970. 

19. Combs, Arthur, Helping Relationships: Basic Concepts 
for Helping Professions, Boston, Allvn and Bacon 
Publi.sh.ers, 1971. 

20. Davies, James John, "The School Climate Opinionaire: A 
Factor Analysis of Teacher Perceived School Organi-
zational Environment," unpublished doctoral disser-
tation, College of Education, University of Tennessee, 
Knoxville, Tennessee, 1974. 

21. DeRosia, Victor Lee, "The Relationship Between Organiza-
tional Climate and Assumed Climate Deterimants; at the 
High School Level in Jefferson County, Colorado," 
unpublished doctoral dissertation, College of Educa-
tion, University of Colorado, Boulder, Colorado, 
1975. 

22. Dgak, E, Dale, "Organizational Climate; Prelude to 
Change," Educational Leadership,27 (January, 1970), 
3 6 7-3 71, 



67 

23. Doll, Ronald C., Leadership to_ Improve Schools, 
Worthington, Ohio, Charles A. Jones Publishing 
Company-, 1972. 

24. English, Fenwick. and James Zaharis, "Crisis in Middle 
Management ," The National Association, of Secondary 
School Principals, 56 (April, 1972) , 1*-1Q. 

25. Erickson, Kenneth,, "Humaneness--A Management Essential," 
The National Association of Secondary School 
Principals' Bulletin, 60 (April, 1976) , 10-11. 

26. Ernest, Richard James, "An Investigation of the Rela-
tionship Between Selected Characteristics of 
Principals and Organizational Climates of Elementary 
Schools," unpublished doctoral dissertation, College 
of Education, Florida State University, Tallahassee, 
Florida, 1965. 

27. Feitler, Fred C,, "An Analysis of Relationships Between 
Perceived Leader Behavior of Elementary School 
Principals and Organizational Processes of Schools," 
unpublished paper presented at American Educational 
Research Association annual meeting, New York, 
February, 1971, 

28. ^ study of Principal Leader Behavior 
and Contrasting Organizational Environments," 
unpublished paper presented at American Educational 
Research Association annual meeting, Chicago, April, 
1972. 

29. Fox, Robert S. and others, Diagnosing the Professional 
Climate of Schools, Fairfax, Virginia, Learning 
Resources Corporation, 1973. 

30. , School Climate Improvement: 
h. Challenge to the School Administrator, Englewood 
Colorado, CFK Occasional Paper, 1973. 

31. French, Denny Gerald, "The Relationship Between Teachers' 
and Principals' Perceptions of Organizational Climate 
in Elementary Schools and Principals' Perceptions of 
Administrative Skills," unpublished doctoral disser-
tation, College of Education, Purdue University, 
Hammond, Indiana, 1971. 

32. Garrett, John E., "The Organizational Climate of Colorado 
High Schools," unpublished doctoral dissertation, 
College of Education, University of Northern Colorado, 
Greeley Place, Colorado, 1970. 



68 

33. Getzels, J. W. and E, G. Cuba, "Social Behavior and the 
Administrative Process," School Review, 65 (Winter, 
1957), 423-441. 

34. Getzels, Jacob, James Lipham, and Ronald Campbell, 
Education as a Social Process: Theory, Research., 
Practice, New York, Harper and Row Publishers, Inc., 
1968.' 

35. Grassie, M. C. , "Hi.cjh. Schools As Staffs Perceiye Them," 
The Journal of Educational Administration, 11 
COctober, 19731, 179-188. 

36• ' " ' : : : ' V ' ' and Brian Carass, "School Structure, 
Leadership Quality, and Teacher Satisfaction," 
Educational Administration Quarterly, 9 (Winter, 
19731, 15-2 6~~" ~ 

37, Gross, Neal andEobert E. Herriott, Staff Leadership in 
Public Schools; A Sociological Inquiry, New York" 
John Wiley and Sons, Inc., 1965. 

38. Halpin, Andrew W. , "How Leaders Behave," Organizational 
ahd Human Behavior: Focus on Schools7~edited by 
Fred D. Carver and Thomas J. Sergiovanni, New York, 
McGraw-Hill Book Company, 1969. 

. ' Theory and Research in Administration, 
New York, The Macmillan Company, 1966. 

* and Don B. Croft, The Organizational 
Climate of Schools, Chicago, Midwest Administration 
Center, 1963. 

41. Harkin, Roy E., "The Principal as Mediator," The High 
School Journal, 53 (March, 1970), 333-343. 

42. Hedges, William D., "Being a Leader," The National 
Association of Secondary School Principals Bulletin, 
57 (November, 1973), 29-36": 

43. Heichberger, Robert, "Creating the Climate for Humanistic 
Change in the Elementary School with the Principal as 
the Change Agent," Education, 96 (Winter, 1975), 
106-112• 

44. Hemphill, John K., "Administration as Problem Solving," 
Administrative Theory in Education, edited by 
AndrewTFT Halpin, Chicago, Midwest Administration 
Center, University of Chicago, 1958. 



69 

45. Hencley, Stephen, Lloyd McCleary, and J. H. McGrath, 
The Elementary School Prlncipalship, New York, The 
Dodd, Mead and Company, 1970. 

46. Herzberg, Frederick, Bernard Mausner, and Barbara 
Snyderman, The Motivation to Work, New York, John 
Wiley and Sons, 1959. 

47. Holt, Alain Gustav, "An Investigation of the Relation-
ship Between Administrative Leadership Behavior 
and Teacher Satisfaction/Dissatisfaction in an 
Elementary School District," unpublished doctoral 
dissertation, College of Education, University of 
Illinois, Champaign, Illinois, 1974. 

48. House, Robert J,, "Leadership Style, Hierarchical 
Influence, and the Satisfaction of Subordinate Role 
Expectations: A Test of Likert's Influence Proposi-
tion ," JcMrnal of Applied Psycholoqy, 55 (October, 
19711, 422-432. 

49. Huff, Harold Ray, "An Investigation of the Disperson 
of Dogmatism and the Organizational Climate of 
Elementary Schools," unpublished doctoral disserta-
tion, College of Education, George Peabody College 
for Teachers, Nashville, Tennessee, 1968. 

50,. Ignatoyich., Frederick R,, "Types of Elementary School 
Principal-Leaders; A Q-Factor Analysis," unpublished 
paper presented at American Educational Research 
Association annual meeting, New York, February, 1971. 

51. Johnson, Simon O., "The Principal's Role in the Human-
izing Process," The National Association of 
Secondary school Principals Bulletin, 10 (April, 
197617 ~ 

52. Knezevich, Stephen J., Administration of Public Educa-
tion, New York, Harper and Row Publishers, 1975. 

53. "Leadership: The Biggest Issue," Time, 108 (November, 
1976), 30-49. 

54. Leeper, Robert R. , "Leadership Is the Key," Educational 
Loadership, 35 (October, 1977), 3^5. 

55. Lewis, Clarice Aileen, "An Empirical Investigation of 
the Relationship Between Size, Span of Control, 
Leadership Behavior, and Organizational Climate in 
the Educational Organization," unpublished doctoral 
dissertation, College of Education, State University 
of New York, Buffalo, New York, 1975. 



70 

56. Likert, Ren sis t The Human Or ganiz at ion i Its Management 
and Value, New York, McGraw-Hill Book Company, 1967. 

57* : • V New Patterns of Management, New York, 
McGraw-Hill Book Company, 1961. 

58. Majoribanks, Kevin, "Bureaucratic Structure in Schools 
and Its: Relationship to Dogmatic Leadership," The 
Journal of Educational R e s e a r c h , 63 (April, 197QT, 
355—357. 

59. Marcus, Alfred C. and others, "Administrative Leadership 
in a Sample of Successful Schools from the National 
Evaluation of the Emergency School Act," "unpublished 
paper presented ait American Educational Research 
Association, California, April, 1976. 

60. Maslow, A. H. /Motivation and Personality, New York, 
Harper and Brothers, 1954."" 

61. Mayer, Martin, "What's Wrong With Our Big City Schools?" 
j Post, September 9, 1967, pp. 21-33, 

66—68. 

62. Melnick, Nicholas, "The Relationship Between Dogmatism 
of Elementary School Principals and the Organiza-
tional Climate of Their Schools," unpublished 
doctoral dissertation, College of Education, Miami 
University, Miami, Florida/ 1970. 

63. 21ile§, Matthew B. , "Planned Change and Organizational 
Health; Figure and Ground," Organizational and 
Human Behavior; Focus on Schools, edited by~Fred D. 
Carner and Thomas J. Sergiovanni, New York, McGraw-
Hill Book Company, 1969. 

64. Mintzberg, Henry, The Nature of Managerial Work, New 
York, Harper and Row Publishers, 1973. 

65. Miskel, Cecil, Simple Linear and Curvilinear Relation-
ships of Leader Style and School Climate," unpublished 
paper presented at the annual meeting of the American 
Educational Research Association, Washington, D. C., 
March, 1973. 

66. JJoxrris, William., editor, The American Heritage Dictionary 
of the. English: Language, Boston, American Heritage 
Publishing Co. , ±nc., and Houghton. .Mifflin Company , 



71 

67. Offenberg, Robert Michael, "Development and Validation 
of the Organizational Pattern Questionnaire, An 
Instrument to Measure Idiographic Aspects of Schools1 

Organizational Climates,: unpublished doctoral 
dissertation, College of Education, Temple Univer-
sity, Philadelphia, Pennsylvania, 1974, 

68. Ogilvie, Doug, "Organizational Climate in Six High 
Schools," Administrators' Bulletin, 6 (may, 1975, 
1-4, 

69. Owens, Robert G., Organizational Behavior in Schools, 
Englewood Cliffs, New Jersey, Prentice-Hall, Inc., 
197Q, 

70. Rasmussen, Roger, "The Principal's Leadership Behavior 
in Unusually Successful and Unsuccessful Elementary 
Schools," Educational Research Quarterly, 1 (Spring, 
19761 , 18-29. 

71. Rogers, Carl, Freedom to Learn, Columbus, Ohio, Merrill 
Publishing Company, 1969. 

72. Sargent, James, Organizationai Climate of High Schools, 
Minneapolis, Minnesota, University of Minnesota, 
Educational Research and Development Council of Twin 
Cities Metropolitan Area, Inc., 1967. 

73. Schmuck-, Richard A., Co-Director Program on Strategies 
of Organizational Climate, University of Oregon, 
Eugene, Oregon, personal letter Written November 21, 
1977. 

74. and Matthew Miles, Organizational 
DeveTopmentT~in Schools; Palo Alto, California, 
National Press Books, 1971. 

75. Schutz, William C., "The FIRO Theory of Interpersonal 
Behavior," The Elementary School Principalship, 
cited in Stephen Hencley, Lloyd McCleary, and J. M. 
McGrath, New York, The Dodd, Mead and Company, 1970. 

76. Sergiovanni, Thomas J. and David Elliott, Educational 
and Organizational Leadership in Schools, Englewood 
Cliffs, New Jersey/ Prentices-Hall Inc., 1975. 

77. Smith., Gerald Baine, "A Comparative Study of School 
Climate as Perceived by Selected Students, Teachers, 
and Administrators in Junior High. Schools," unpub-
lished doctoral dissertation, College of Education, 
University of Tulsa, Tuls:a, Oklahoma, 1977. 



72 

78. Stern, George G., "Characteristics of the Intellectual 
Climate in College EnvironmentsHarvard Educa-
tional Review, 31 (Winter, 1963), 5-41. 

^ • r People in Context: Measuring 
Person-Environment Congruence in Education and 
Industry, New York, John Wiley and Sons, Inc., 1970. 

80. Stine, John Carlton, "A Study of Perceptions of the 
Relationships Between the Organizational Climate of 
Elementary Schools and Managerial Styles of Their 
Principals," unpublished doctoral dissertation, 
College of Education, University of Pittsburgh, 
Pittsburgh., Pennsylvania, 1975. 

81. Stodgill, Ralph M • , Manual for Leader Behavior Descrip-
tion Questionnaire—Form XII, Columbus, Ohio^ 
Bureau of Business Research, Ohio State University, 
1963. Jr' 

82. Thomas, Terry, Changes in Elementary School Principals 
M £ Result of Laboratory Training, Eugene, Oregon, 
Center for Advanced Study of Educational Administra-
tion, University of Oregon, 1970. 

83. Tirpak, Richard Daniel, "Relationships Between Organi-
zational Climate of Elementary Schools and Personal 
Characteristics of the Schools' Principals," 
unpublished doctoral dissertation, College of 
Education, University of Akron, Akron, Ohio, 1970. 

84. Trump, Lloyd J., "Principal Most Potent Factor in 
Determining School Excellence," The National 
Association of School Principals Bulletin, 56 
CMarch, 1972) , 3 ^ : 

85. Tunney, James Joseph and James Mancel Jenkins, "A 
Comparison of Climate as Perceived by Selected 
Students, Faculty, and Administrators in PASCL, 
Innovative, and Other High Schools," unpublished 
doctoral dissertation, College of Education, 
University of Southern California, Los Angeles, 
California, 1975. 

86. Wey, Herbert W., "The Principal and Quality Education," 
Phi Delta Kappan, 4 6 (December, 1964),178-180. 

87. Wiggins, Thcmias, "A Comparative Investigation of 
Principal Behavior and School Climate," Journal of 
Educational Research, 66 (.November, 1972) , 103-105". 



73 

88. Wiggins, Thomas, "What's in the Script for Principal 
Behavior? Implieations of Some Current Research on 
the Behavioral Characteristics of Principals," 
speech, presented to National Association Elementary 
School Principals, Cleveland, Ohio, April, 1971, 

89, Wofford, T., "JSanagerial Behavior, Situational Factors, 
and Productivity and Morale," Administrative 
Science Quarterly-/ 16 (19711 , 1G*-18. 



CHAPTER III 

PROCEDURES FOR COLLECTING AND TREATING DATA 

Design of the Study 

This study was designed to determine the correlation 

between the leadership behavior of selected school principals 

and existing school climates in buildings served by the 

principal. No experimental design was necessary since leader-

ship behavior was a nonassignable treatment which already 

existed in the real population. The criterion measurement or 

dependent variable was the teachers' scores on the CFK Ltd. 

School Climate Profile. Thus, this study was considered ex 

post facto research, defined by Kerlinger as 

. . . a systematic empirical inquiry in which the 
scientist does not have direct control of the 
independent variables because their manifestations 
have already occurred or because they are inherently 
not manipulable CIO, p. 379). 

Since the independent variable existed, observation of 

the dependent variable, as related to the independent 

variable, was the rationale utilized for the research design 

in this study. Since randomization and manipulation of 

independent variables were not feasible, results must be 

interpreted in view of these limitations. 

Linguist noted that "the interpretation of the results 

is usually more difficult in an observational study of 

74 
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effects already- present tlian in a controlled environment. 

As already implied', this is primarily due to the lack of 

positive control over extraneous factors" (11, p. 101). 

Tills study was delimited to one northwest, suburban 

school district in which- the principal had served for a 

minimum of one year,, in part, to provide some control over 

extraneous factors. A second reason for the delimitation 

was. the nature of the instruments and the assumption that, 

in order to see if leadership behavior related to the school 

climate, an appropriate time interval was necessary. 

Owing' to design limitations, caution must be exercised 

in the interpretation of results. Even though correlations 

between leadership behavior of the principal and the school 

climate were determined, there was no attempt to assign 

causality to climate and leadership behavior. Even with such 

limitations -Her linger has~ pointed out, 

. . . A little reflection on some of the important 
variables in educational research—intelligence, 
aptitude, home background, teacher personality, school 
atmosphere—will show that they are not manipuiable. 
It can even be said that ex post facto research is 
more important than experimental research. This means 
that the most important social, scientific, and educa-
tional research problems do not lend themselves to 
experimentation, although many of them do lend them-
selves to controlled inquiry of the ex post facto kind 
(10, p. 392). 

Identification and Selection of Subjects 

All subjects of this study were from one suburban school 

district in the state of Washington. The Lake Washington 
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School District serves three areas, Redmond, Kirland, and 

Juanita, with a total population of 66,500. The district, 

just east of Seattle, is located in a middle- to upper-

middle-class- suburban area. The per capita income in 1974 

was. $5,850. 

Utilization of the individual school district as the 

unit of analysis- was reported in studies by Wiggins (19), 

fietler C8I, and Sweitzer C17) • Sweitzer stated, 

Fevr studies have made e&plieit the differentia-
tion in the role of elementary and secondary princi-
pals in terms of situational specifics. . . . Thus, 
many studies of the principalship give more insight 
into principals as a generalized group than into 
principals as: individuals behaving in a role-defined 
particular social setting (17, p. 5). 

Seventeen elementary schools, five junior high schools, 

and three high schools comprise the school district which 

has a total school membership of 17,309. Four schools were 

eliminated from the study owing to data-collecting procedures. 

In addition, one elementary school in which the principal did 

not have a minimum of one year's experience was eliminated 

from the study. Thus the population in the study included a 

total of fifteen elementary, three junior high, and two 

senior high schools. 

Demographic data revealed that approximately 75 per cent 

of the schools had a membership of 501 to lQQQ; approximately 

20 per cent of the schools had a population of 20Q to 500; 

and 5 per cent had a population of over 1000. No schools 

reported a membership under 200. The organizational structure 
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for the elementary schools is predominately graded, with 

some schools combining the graded organizational pattern 

with- nongraded features. The junior and senior high, schools 

are departmentalized, with some team teaching and nongraded 

features. GSee Appendix D for frequency distributions.) 

Twenty principals participated in the study. Demographic 

data collected from central administration gave additional 

insight into and knowledge about the population of principals. 

Jifty-fiya per cent of the principals had ten to fifteen years 

of experience in the principalship, while 10 per cent had six 

to nine years of experience. Eighty-five per cent of the 

principals were males. The data on the age of the principals 

reyealed that approximately 50 per cent of the principals 

were forty-one years or older. (See Appendix D for frequency 

distribution.I 

A total of 542 teachers responded to the school-climate 

profile. New teachers were not eliminated from the study, 

since personnel records of the district indicated a stability 

in tenure of the teaching staff. Out of the 542 total staff 

included in the study, only 47 were new staff members. The 

47 new teachers were located randomly through the district 

and were considered hot to affect building climate any 

differently in the individual buildings. The climate survey, 

based on analysis of the data, appears to reflect the percep-

tions; of experienced teachers. 
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Description of Instruments 

A review of the literature was used to clarify the 

development of research in leadership, as related to climate/ 

and to preview the instruments: and the appropriate methodology 

in utilization of instruments applicable for the type of study 

being conducted. Climate instruments were surveyed for 

identification of appropriate instruments for all levels-

elementary, junior high, and senior high schools. The CFK 

* $ chool Climate Prof lie w&s selected as the best instrument 

oX .measurement of climate for this study. 

The instrument for identifying leadership behavior was 

selected on the basis of current readings and research. 

JlcKague in a review of studies involving leader effectiveness 

states, 

A second feature of Fiedler's approach to 
leader behavior is that leadership styles are deter-
mined on the basis of the attitude of the leader and 
not on the perceptions of the followers. Viewing 
leadership in terms of the perceptions of followers 
has been the subject of some recent criticism among 
researchers (13, p. 4). 

He goes on to say, 

One solution to this problem as suggested by 
Charters is to probe leader behavior through 
variables methodologically independent of measures 
of followers' reaction (7, p. 420). 

Tnis methodology, measuring leadership behavior based on the 

attitude of the leader, was utilized in studies by Wiggins (19), 

French (.91, and Dehart (5) . 
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In all, three instruments were selected and utilized: 

an instrument to determine leadership behavior, an instru*-

ment to assess school climate, and a questionnaire for 

collection of demographic data about the principal and the 

schools served. 

CFK Ltd. School Climate Profile 

In order to study the teachers' perceptions of the 

indiyidual school climate, the CFK Ltd. School Climate Profile, 

as revised by Tunney and Jenkins (18), was utilized. (See 

Appendix R,I The questionnaire was designed, utilizing a 

Likert^type scale, A statement relating to a climate factor 

was provided, and the respondent was instructed to indicate 

his perception about its existence in the school. The sub-

jects rated the statement on a scale of rarely occurs—1 to 

Very frequently occurs'—4. For purposes of scoring, a xange 

o,f one to four was possible, with- the score of one being the 

most unfavorable and a score of four being the most positive. 

The sum of all of the ratings was the climate score. 

The profile assessed school climate in relation to seven 

factors which included humane teachers, opportunity for input, 

caring, individualization, supportiveness, innovativeness, and 

suitability of plant. The factors as summarized by Tunney and 

Jenkins are as follows; 

Humane: tea-chers- Teachers who have a marked 
compassion, sympathŷ , and consideration for other 
human beings; 
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Opportunity for Input. A situation where 
persons within the organization have the 
opportunity to contribute ideas; 

Caring. Each individual in the school has 
the feeling that some other person or persons are 
concerned about him; 

Individualization. Individualization refers 
to the situation where the curriculum is designed 
to adapt to the needs or special circumstances of 
the individual; 

Supportiveness. A supportive school provides 
a system of positive reinforcement and a variety of 
ways in which students can be productive; 

Innovativeness. Innovativeness occurs when 
the school as an institution is self-renewing in 
that it is growing, developing, and changing; and 

Suitability of School Plant. The suitability 
of school plant indicates whether buildings have 
been developed and are adaptable to needs of 
programs and humans (18, pp. 12, 13, 14, 15). 

The original instrument was comprised of four sections: 

general climate, program determinates, process determinates, 

and material determinates. Eight general climate factors, 

with 13.0 statements, were identified as respect, trust, 

caring, cohesiveness, opportunity for input, high morale, 

school renewal, and continuous academic and social growth. 

This instrument was formulated under the direction of 

Robert Fox and a task force of educators through the auspices 

of CFK Ltd., Englewood, Colorado. Schmuck, one of the 

participants and a leader in the field of improvement of 

organizational climate, stated, 

The instrument was developed by a six person 
committee that was constituted of three school 
administrators and three behavioral scientists. 
Then a panel of practicing school administrators 
both critiqued the instrument and pilot-tested it 
in their schools. In this way items were eliminated; 
wording was changed; and some items were added. 
Next, another panel of administrators was asked to 
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rate the construct validity of every item. The 
final instrument included only those items for 
which at least three-quarters of the panel members 
rated it valid .(14, See Appendix E.). 

Additional validity and reliability of the instrument 

were aspects of a study by Tunney and Jenkins who established 

reliability of the instrument through the following procedures: 

The factor of reliability was approached through 
factor analysis. Similar to the Kuder-Richardson, the 
items were dealt with by the items measuring a similar 
concept-statistical factor analytical reliability of 
internal consistency (18, p. 82). 

The original instrument had statements arranged into 

logical groupings. To determine if the groupings were valid, 

the researchers used factor analytical methodology (18). The 

factor analysis did produce a regrouping of variables or 

factors. The statistical treatment reorganized the 130 items 

into 7 new groupings and reduced the number of items (18, 

p. 83). This treatment provided statistical validity needed 

for the instrument while yielding more refined data in a more 

efficient way. 

Reliability of the instrument for the group under study, 

determined by the Kuder-Richardson Formula 20, yielded a 

reliability of .93 for the total climate, .66 for the section 

on humane teachers, .79 for opportunity for input, .78 for 

the section on caring, .85 on individualization, .65 for 

supportiveness, .74 for innovativeness, and .67 for suit-

ability of school plant. All of the sections had a reliability 
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coefficient of a minimum of .98 when indices were projected 

to a test of 100 items. 

The CFK Ltd. School Climate Profile has been utilized 

in studies by Branham (2), DeRosia (6), Marshall (12), Smith 

(16), and Jenkins and Tunney (18). 

SRI Administrator Perceiver Interview 

The second instrument utilized in this study, the 

Administrator Perceiver Interview, was selected to determine 

the leadership behavior of the principals. The Administrator 

Perceiver Interview (API) is a self-report instrument designed 

to ascertain leadership behavior. Fifty-five questions 

designed to identify eleven behaviors were presented in an 

interview. The interview was tape-recorded and administered 

in approximately sixty minutes. Following each interview 

answers were coded as correct or incorrect, and scores were 

computed that had a possible range from zero to fifty-five. 

Two forms of the instrument have been developed and 

tested to measure leadership behavior. The Administrator 

Perceiver Interview, in the format of the interview, and a 

teacher questionnaire were both designed to measure eleven 

behaviors of the administrator. As stated in the technical 

reports by Selection Research, Inc., reliability has been estab-

lished by item analysis (Kuder-Richardson Formula 20) and by 

interrater and intrarater reliability. Intrarater reliability 

reflected the consistency of two scorers on the same interview, 



83 

while interrater reliability reflected the stability of one 

scorer over an interval of time. A correlation coefficient 

of +.85 for intrarater reliability and a coefficient of +.95 

for interrater reliability have been established (4). 

The original Administrator Perceiver Interview was com-

structed in 1974 and consisted of seventy-two items for 

identification of twelve behaviors. After studies on 

reliability and validity, the instrument was revised in 1976. 

The revised edition consisted of fifty-five items for eleven 

areas of behavior. In one study, reported by Selection 

Research, Inc., scores of administrators in Ohio, Colorado, 

Nebraska, and Illinois, had an index of reliability, as 

determined by the Kuder-Richardson Formula 20, of +.94. The 

index of reliability for eleven themes was as follows: 

mission +.87, manpower development +.81, relator +.87, 

delegator +.83, arranger +.82, catalyzer +.77, audience 

sensitivity +.80, group enhancer +.83, discriminator +.74, 

performance orientation +.78, work orientation +.77, and 

ambiguity tolerance +.84 (4). 

Validation studies of the instrument included a com-

parison of the total score with a criterion measure. A 

correlation between the Administrator Perceiver Interview 

and the teachers1 ratings of leadership behavior was + .65. 

One of the twelve behaviors, identifying the leader as a 

discriminator, did not have a substantial relationship to 
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the criterion. Thus, this theme was not included in the 

statistical analysis of this study. 

Another study, as reported by the Selection Research 

Inc., of interviews of 185 administrators revealed similar 

results. A correlation coefficient of +.65 was derived 

when the Administrator Perceiver Interview and an outside 

criterion were compared. Reliability indices were similar 

to ones previously reported CI, 3). 

The instrument has been utilized in an experimental 

study to determine the effectiveness of staff development 

of leadership skills of administrators in Worthington, Ohio. 

The study was conducted under the auspices of the department 

of curriculum and instruction of Ohio State University (15). 

Demographic Questionnaire 

This instrument was designed to secure general back-

ground information about the principal and the individual 

schools. Demographic data about the years of teaching 

experience, years of experience as a principal, age, and 

sex were included to provide additional insight into the 

role of the principal. In addition, the questionnaire 

provided information about the size and organizational 

structure of the school. (See Appendix D.) 

Procedures Used in Collection of Data 

The central administrative staff at Lake Washington 

School District, under the direction and coordination of 
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the Director of Planning and Evaluation, took the respon-

sibility for planning, organizing, and administering the 

CFK Ltd. School Climate Profile in September, 1977. 

The general background questionnaire was completed by 

personnel staff in the central administrative office, under 

the direction of the Director of Planning and Evaluation. 

The data were compiled by the personnel staff, since only 

items to acquire general background information were included. 

Complete anonymity of each school and each principal was 

maintained. 

The Administrator Perceiver Interview (API) was adminis-

tered in October and November by the staff of Selection 

Research, Inc., and coded by scorers under the direction of 

the evaluation department of Selection Research, Inc. 

Procedures for Analysis of Data 

The scores derived from both instruments were programmed, 

key punched, and processed by the North Texas State Univer-

sity Computer Center. 

For Hypotheses I, II, III, IV, V, VI, VII, VIII, and IX, 

the product-moment correlation coefficient from raw scores 

was computed between the two variables. This formula is as 

follows: 

r = £ gx zy 

N 



86 

Next, this coefficient was tested for a significant 

difference from zero. The test of significance used was 

the distribution of t. The t_ value required is given by 

the following formula: 

t = 
N-2 

1-r' 

The probability level of .05 was considered significant for 

the statistical tests used in this study. 
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CHAPTER IV 

PRESENTATION AND ANALYSIS OF DATA 

The data collected in this study were analyzed in order 

to determine the relationship between the leadership behavior 

of elementary and secondary principals in a selected school 

district and the teachers' perceptions of the school climate, 

including humane teachers, opportunity for input, caring, 

individualization, supportiveness, innovativeness, and suit-

ability of the school plant. Data were analyzed from the 

responses of fifteen elementary, three junior high, and two 

high, school principals and 542 classroom teachers. The 

findings of these analyses and the discussion of these data 

are presented in this chapter. 

The first part of the chapter is organized according to 

the sections of the (juestionnaires and presents an analysis 

Of the data collected involving the status of the following: 

humane teachers; opportunity for input; caring; individualiza-

tion; supportiveness; innovativeness; suitability of school 

plant; tota,l school climate; leadership skills of mission, 

manpower development, relator, delegator, arranger, catalyzer, 

audience sensitivity, group enhancer, performance orientation, 

work orientation, and ambiguity tolerance; and total leader-

ship skills of principals, based on the self-report of the 

principals. 

89 
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The second section of this chapter presents an analysis 

of the hypotheses tested in the study. 

Teacher perception of School Climate 

Humane Teachers 

Classroom teachers responded to statements on the CFK 

School Climate Profile concerning humane teachers in the 

individual schools. Five hundred and fqjrty-two responses 

were tabulated. Each score had a possible range of six to 

twenty-four. The higher the score, the more humane the 

teachers were perceived to be. An analysis of the humane-

teacher scores is presented in Table I. 

TABLE I 

ANALYSIS OF SCHOOL CLIMATE SCORES PERTAINING TO 
HUMANE TEACHERS 

N Mean Standard 
Deviation Median Mode Range 

542 21.14 2.27 21.56 22 14 

Opportunity for Input 

The teachers answered questions on school climate as it 

related to the opportunity for input. Four questions were 

included/ with, a possible range of the scores from four to 

sixteen. The higher the score, the more teachers perceived 
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the opportunity for input into decision making. Table II 

presents an analysis of this data. 

TABLE II 

ANALYSIS OF SCHOOL CLIMATE SCORES REGARDING 
OPPORTUNITY FOR INPUT 

N Mean Standard 
Deviation 

Median Mode Range 

542 12.69 2.59 12.83 16 12 

Caring 

The questionnaire also produced data concerning the 

caring factor of the school. Statements revealed feelings 

about the sense of respect for human beings within the school, 

Four questions were included, with a possible range of scores 

from four to sixteen. The higher the score, the greater the 

feeling that persons cared about each other in the school. 

The analysts of the data is presented in Table III. 

TABLE III 

ANALYSIS OF SCHOOL CLIMATE SCORES 
PERTAINING TO CARING 

N Mean Standard N Mean Deviation Median Mode Range 

542 14.13 2.17 14.70 16 12 



92 

Individualization 

The questionnaire produced data concerning the 

practices for individualization within the school, such as 

practices regarding homework and grading procedures. A 

range of scores from fifteen to sixty was possible on this 

section. The higher the score, the greater the perception 

was for individualization occurring within the schools. 

Table IV presents an analysis of tlp.is data. 

TABLE IV 

ANALYSIS OF SCHOOL CLIMATIC SCORES RELATING 
TO INDIVIDUALIZATION 

N Mean 
Standard 
Deviation 

Median Mode Range 

542 42.23 6.81 42.70 43 42 

Supportiveness 

Data concerning the supportiveness of the school were 

obtained from part five of the climate questionnaire. This 

information was derived from statements pertaining to positive 

reinforcement for the students. Fjive questions were included, 

with a possible range of score from five to twenty-five. The 

higher the score, the more supportjive the school was perceived 

for the students. An analysis of the supportiveness scores 

is presented in Table V. 
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TABLE V 

ANALYSIS OF SCHOOL CLIMATE SCORES PERTAINING 
TO SUPPORTIVENESS 

N Mean 
Standard 
Deviation Median Mode Range 

542 16. 88 2.20 17.10 18 11 

Innovativen.es s 

Part six of the questionnaire produced data concerning 

the innovativeness of the school. These data were concerned 

with the ability to utilize new and innovative techniques 

and the freedom to deviate from the program as needed. Seven 

items had a possible range in score from seven to twenty-eight. 

The higher the score, the more innovative was the school. 

Table VI presents the analysis of the innovativeness scores. 

TABLE VI 

ANALYSIS OF SCHOOL CLIMATE SCORES RELATING 
TO INNOVATIVENESS 

N Mean 
Standard 
Deviation Median Mode Range 

542 18.91 3.52 19.13 20 20 

Suitability of Plant 

The last section of the climate profile provided data on 

the suitability of the school plant. This information was 
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derived from statements about the arrangements and types of 

building needed for the programs of the school as well as 

the upkeep of the buildings. Three statements had a possible 

range of scores from three to twelve. The higher the scores» 

the more suitable was the perception of the school plant. 

An analysis of these data is presented in Table VII. 

TABLE VII 

ANALYSIS OF SCHOOL CLIMATE SCORES REGARDING 
SUITABILITY OF SCHOOL PLANT 

N Mean 
Standard 
Deviation 

Median Mode Range 

542 9.29 2.04 9.41 9 9 

Climate of Schools 

Data concerning the school organizational climate were 

obtained from summing scores for part one through part seven 

for each individual teacher. An arithmetic mean was calcu-

lated by summing total climate scores for all teachers and 

dividing these sums by the number of individual scores. The 

possible range of scores was from a minimum of 44 to a maximum 

of 176. The higher the score, the better was the perception 

of the school's organizational climate. Table VIII presents 

an analysis of the 542 scores. 
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TABLE VIII 

ANALYSIS OF SCORES PERTAINING TO TOTAL SCHOOL CLIMATE 

N Mean 
Standard 
Deviation Median Mode Range 

542 135.26 16.62 136.30 135 1D1 

Principals' Leadership Behavior 

Eleven Leadership Behaviors of Principals 

In the structured interview, principals were asked to 

respond to questions about their leadership behaviors as 

related to mission, manpower development, relator, delegator, 

arranger, catalyzer, audience sensitivity, group enhancer, 

performance orientation, work orientation, and ambiguity 

tolerance. Scoring on the questions was coded either correct 

or incorrect on the five items for each leadership behavior. 

Scores had a possible range of zero to fifty-five for each 

specific area. The higher the score, the higher were the 

principals' perceptions of leadership in the specific behavior 

areas. Table IX presents an analysis of these data. 

Principals' Total Leadership Behavior 

Data concerning the leadership behaviors were obtained 

by summing the eleven scores of the specific leadership 

behaviors for a total score. An arithmetic mean was calcu-

lated by summing total scores for all the principals and 
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TABLE IX 

ANALYSIS OF THE LEADERSHIP OF PRINCIPALS PERTAINING 
TO ELEVEN LEADERSHIP BEHAVIORS 

Variables of 
Leadership Behavior 

Mean Standard Deviation 

Mission 0.95 1.15 
Manpower development 1.80 1.28 
Relator 1.75 0.97 
Delegator 1.65 0.88 
Arranger 1.70 0.80 
Catalyzer 1.40 0.82 
Audience sensitivity 1.35 0.99 
Group enhancer 1.65 1.39 
Performance orientation 1.70 1.22 
Work orientation 0.70 0.92 
Ambiguity tolerance 1.30 1.13 

dividing these suras by the number of individual scores. 

Possible range of scores was from a minimum of zero to a 

maximum of fifty-five. The higher the score, the higher 

was the total leadership ability as reported by the princi-

pal. Analysis of these data is presented in Table X. 

TABLE X 

ANALYSIS OF SCORES RELATING TO TOTAL LEADERSHIP 
BEHAVIOR OF PRINCIPALS 

N Mean 
Standard 
Deviation Median Mode Range 

20 15.95 5.28 16.50 19 23 
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Data Relative to Hypothesis I 

Hypothesis I stated that a significantly positive rela-

tionship existed between the school climate perceived by 

teachers, as measured by the total score on the CFK Ltd. 

School Climate Profile and the leadership behavior of 

principals as measured by the total score on the SRI 

Administrator Percelver Interview. Data in Table XI present 

the statistics relative to this hypothesis. 

TABLE XI 

CORRELATION OF SCHOOL CLIMATE AMD LEADERSHIP BEHAVIOR 

N r df t 

20 0.23 18 0.98 

N = Number of observations, 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 

For Hypothesis I, the product-moment correlation 

coefficient from raw scores was computed for the two variables, 

This correlation of 0.23 was then tested for a significant 

difference from zero, by using the distribution of t. The t 

value of 0.98 is less than the table value of 2.10 at the .05 

level of significance, with 18 degrees of freedom (1, p. 121). 

Therefore the hypothesis was rejected. 



98 

Data Relative to Hypothesis II 

Hypothesis II stated that a significantly positive 

relationship existed between the school climate perceived by 

teachers, as measured by the humane teachers score on the 

CFK Ltd. School Climate Profile, and the leadership behavior 

of principals as measured by the total score on the SRI 

Administrator Percelver Interview. The statistics relative 

to this hypothesis are presented in Table XII. 

TABLE XII 

CORRELATION OF HUMANE TEACHERS AND LEADERSHIP BEHAVIOR 

N r df t 

20 0.03 18 0.11 

N = Number of observations. 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 

For Hypothesis II, the product-moment correlation 

coefficient from raw scores was computed for the two vari-

ables. This correlation of 0.03 was then tested for a 

significant difference from zero by using the distribution 

of t. The t value of 0.11 is less than the table value of 

2.10 at the .05 level of significance, with 18 degrees of 

freedom (1, p. 121). Therefore the hypothesis was rejected. 
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Data Relative to Hypothesis III 

Hypothesis III stated that a significantly positive 

relationship existed between the school climate perceived 

by teachers, as measured by the opportunity for input score 

on the CFK Ltd. School Climate Profile, and the leadership 

behavior of principals, as measured by the total score on 

the SRI Administrator Perceiver Interview. Table XIII 

presents the data relative to this hypothesis. 

TABLE XIII 

CORRELATION OF OPPORTUNITY FOR INPUT AND 
LEADERSHIP BEHAVIOR 

N r df t 

20 -0 .12 18 -0.51 

N = Number of observations. 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 

For Hypothesis III, the product-moment correlation 

coefficient from raw scores was computed for the two vari-

ables. This correlation of -0.12 was then tested for a 

significant difference from zero by using the distribution 

of t. The t value of -0.51 is less than the table value of 

2,10 at the .05 level of significance, with 18 degrees of 

freedom CI, p. 1211. Therefore, this hypothesis was 

re j ec ted, 
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Data Relative to Hypothesis IV 

Hypothesis IV stated that a significantly positive 

relationship existed between the school climate perceived 

by teachers, as measured by the caring score on the CFK Ltd, 

School Climate Profile, with the leadership behavior of 

principals, as measured by the total score on the SRI 

Administrator Perceiver Interview. Data relative to this 

hypothesis are presented in Table XIV. 

TABLE XIV 

CORRELATION OF CARING AND LEADERSHIP BEHAVIOR 

N r df t 

20 -0.19 18 1 o
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N = Number of observations. 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 

For Hypothesis IV, the product-moment correlation 

coefficient from raw scores was computed for the two vari-

ables. This correlation of -0.19 was then tested for a 

significant difference from zero by using the distribution 

of t. The t value of -0.83 is less than the table value of 

2.10 at the .05 level of significance, with 18 degrees of 

freedom (.1, p. 121). Therefore, this hypothesis was rejected, 
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Data Relative to Hypothesis V 

Hypothesis V stated that a significantly positive 

relationship existed between the school climate perceived 

by teachers, as measured by the individualization score on 

tIxe CFK Ltd. School Climate Profile, with the leadership 

behavior of principals, as measured by the total score on 

the SRI Administrator Perceiver Interview. Data in Table XV 

present the statistics relative to this hypothesis. 

TABLE XV 

CORRELATION OF INDIVIDUALIZATION AND 
LEADERSHIP BEHAVIOR 

. N r df t 

20 0.04 18 
|
 

o
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N = Number of observations. 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 

For Hypothesis V, the product-moment correlation 

coefficient from raw scores was computed for the two vari-

ables. This correlation of 0.04 was then tested for a 

significant difference from zero by using the distribution 

of t. The t value of 0.18 is less than the table value of 

2.10 at the .05 level of significance, with 18 degrees of 

freedom CI/ p. 121). Therefore this hypothesis was 

rejected. 
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Data Relative to Hypothesis VI 

Hypothesis VI stated that a significantly positive 

relationship existed between the school climate perceived 

fay teachers, as measured by the supportiveness score on the 

CFK Ltd. School Climate Profile, and the leadership behavior 

of principals, as measured by the total score on the SRI 

Administrator Perceiver Interview. The statistics relative 

to this hypothesis are presented in Table XVI. 

TABLE XVI 

CORRELATION OF SUPPORTIVENESS AND 
LEADERSHIP BEHAVIOR 

N r df t 

20 

00 
I
 °
 • 

! o
 l 18 -0.352 

N = Number of observations, 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 

For Hypothesis VI, the product-moment correlation 

coefficient from raw scores was computed for the two vari-

ables. This correlation of -0.08 was then tested for a 

significant difference from zero by using the distribution 

of t. The t value of -0.35 is less than the table value 

of 2.10 at the .05 level of significance, with 18 degrees 

of freedom (1, p. 121). Therefore, this hypothesis was 

rejected. 
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Data Relative to Hypothesis VII 

Hypothesis VII stated that a significantly positive 

relationship existed between the school climate perceived 

by teachers, as measured by the innovativeness score on the 

CFK Ltd. School Climate Profile/ with the leadership 

behavior of principals, as measured by the total score on 

the SRI Administrator Fereelver Interview. Table XVII 

presents the data relative to this hypothesis. 

TABLE XVII 

CORRELATION OF INNOVATIVENESS AND 
LEADERSHIP BEHAVIOR 

N r df t 

20 -0.02 18 -0.10 

N = Number of observations, 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 

For Hypothesis VII, the product-moment correlation 

coefficient from raw scores was computed for the two vari-

ables. This correlation of -0.02 was then tested for a 

significant difference from zero by using the distribution 
i 

of t. The t value of -0.10 is less than the table values 

of 2.10 at the .05 level of significance, with 18 degrees 

of freedom (1, p. 121). Therefore, this hypothesis was 

rejected. 
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Data Relative to Hypothesis VIII 

Hypothesis VIII stated that a significantly positive 

relationship existed between the school climate perceived 

by teachers, as; measured by the suitability of the school 

plant score on the CFK Ltd. School Climate Profile, with 

the leadership behavior of principals, as measured by the 

total score on the' SRI Administrator Perceiver Interview. 

Data relative to this hypothesis are presented in Table 

XVIII. 

TABLE XVIII 

CORRELATION OF SUITABILITY OF SCHOOL PLANT 
AND LEADERSHIP BEHAVIOR 

N r df t 

20 -0.27 18 -1.18 

N = Number of observations. 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 

For Hypothesis VIII, the product-moment correlation 

coefficient from raw scores was computed for the two vari-

ables. This correlation of -0.27 was then tested for a 

significant difference from zero by using the distribution 

of t.. The t value of -1.18 is less than the table values 

of 2.10 at the .05 level of significance, with 18 degrees of 

freedom (1, p. 121)« Therefore, this hypothesis was 

rejected. 
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Data Relative to Hypothesis IX 

Hypothesis IX stated that a significantly positive 

relationship existed between the school climate perceived 

by teachers, as measured by the total score of the CFK Ltd. 

School Climate Profile, and the leadership behavior of 

principals, as measured on the SRI Administrator Perceiver 

Interview subtests of mission, manpower development, relator, 

delegator, arranger, catalyzer, audience sensitivity, group 

enhancer, performance orientation, work orientation, and 

ambiguity tolerance. Table XIX presents the data relative 

to this hypothesis. 

TABLE XIX 

CORRELATION OF SCHOOL CLIMATE AND 
ELEVEN LEADERSHIP BEHAVIORS 

Variables of 
Leadership Behavior N df 

Mission 
Manpower development 
Relator 
Delegator 
Arranger 
Catalyzer 
Audience sensitivity 
Group enhancer 
Performance orientation 
Work orientation 
Ambiguity tolerance 

20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 

0 . 0 0 
0 . 3 3 
0 . 2 5 
0 , 4 2 
0 . 0 4 
0 . 2 7 
0 . 0 6 
0 . 0 9 
0.10 
0 . 0 6 
0 . 0 0 

18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 

0 . 0 0 
1 . 4 7 
1.08 
1 . 9 8 
0 . 1 5 
1.20 
0 . 2 3 
0 . 4 0 
0 . 4 0 
0 . 2 8 
0.00 

N = Number of observations, 
r = Product-moment correlation coefficient, 
df = Degrees of freedom. 
t = Distribution of t. 
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For Hypothesis IX, the product-moment correlation 

coefficient from raw scores was computed for the school 

climate variable and the subtest mission. This correlation 

of 0.00 was then tested for a significant difference from 

zero, using the distribution of t. The t value of 0.00 is 

less than the table values of 2.10 at the .05 level of 

significance, witfi 18 degrees of freedom. Therefore, this 

portion of the hypothesis was rejected. 

The product-moment correlation coefficient from raw 

scores was computed for the total school climate score and 

the subtest manpower development. This correlation of 0.33 

was then tested for a significant difference from zero, using 

the distribution of t. The t value of 1.47 is less than the 

table yalues of 2.10 at the .05 level of significance, with 

18 degrees of freedom. Therefore, this portion of the 

hypothesis was rejected. 

The product-moment correlation coefficient from raw 

scores was computed for the total school climate score and 

the subtest relator. This correlation of 0.25 was then 

tested for a significant difference from zero, using the 

distribution of it. The lb value of 1.08 is less than the 

table values of 2.10 at the .05 level of significance, with 

18 degrees of freedom. Therefore, this portion of the 

hypo thesis: was rejected. 

The product-moment correlation coefficient from raw 

scores was computed for the total school climate score and 
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the subtest delegator. This correlation of 0.42 was then 

tested for a significant difference from zero, using the 

distribution of t. The t value of 1.98 is less than the 

table values of 2.10 at the .05 level of significance, with 

18 degrees of freedom (1, p. 121). Therefore, this portion 

of the hypothesis was, rejected. 

For Hypothesis IX, the product-moment correlation 

coefficient from raw scores was computed for the school 

climate variable and the subtest arranger. This correlation 

of 0.04 was then tested for a significant difference from 

zero, using the distribution of t. The t value of 0.15 is 

less than the table values of 2.10 at the .05 level of 

significance, with 18 degrees of freedom. Therefore, this 

portion of the hypothesis was rejected. 

The product-moment correlation coefficient from raw 

scoxes was computed for the total school climate score and 

the subtest catalyzer. This correlation of 0.27 was then 

tested for a significant difference from zero, using the 

distribution of t. The t value of 1.20 is less than the 

table values of 2.10at the .05 level of significance, with 

18 degrees of freedom. Therefore, this portion of the 

hypothesis wast rejected. 

The product-moment correlation coefficient from raw 

scores was computed for the total school climate score and 

the subtest audience sensitivity. This correlation of 0.06 

was then tested for a significant difference from zero, using 
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the distribution of t. The t value of 0.23 is less than the 

table values of 2.10 at the .05 level of significance, with 

18 degrees of freedom. Therefore, this portion of the 

hypothesis was rejected. 

xhe product-moment correlation coefficient from raw 

scores was computed for the total school climate score and 

the subtest group enhancer. This correlation of 0.09 was 

then tested for a significant difference from zero, using 

the distribution of t. The t value of 0.40 is less than 

the table values of 2.10 at the .05 level of significance, 

with. 18 degrees: of freedom C I , p. 121). Therefore, this 

portion of the hypothesis was rejected. 

The product—moment correlation coefficient from raw 

scores was computed for the total school climate score and 

the subtest performance orientation. This correlation of 

0,10. was then tested for a significant difference from zero, 

ussing the distribution of t. The t value of 0.40 is less 

than the table values of 2.1Q at the .05 level of signifi-

cance, with 18 degrees of freedom (.1, p. 121) . Therefore, 

this portion of the hypothesis was rejected. 

The product-moment correlation coefficient from raw 

scores was computed for the total school climate score and 

the subtest work, orientation. This correlation of 0.06 was 

then tested for a significant difference from zero, using 

the distribution of ty The t value of Q.28 is less than the 
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table values of 2.10 at the .05 level of significance, with 

18 degrees of freedom (1, p. 121). Therefore, this portion 

of the hypothesis was rejected. 

The product-moment correlation coefficient from raw 

scores was computed for the total school climate score and 

the subtest ambiguity tolerance. This correlation of 0.00 

was then tested for a significant difference from zero, using 

the distribution of t. The t value of 0.00 is less than the 

table values of 2.10 at the .05 level of significance, with 

18 degrees of freedom CI, p. 121). Therefore, this portion 

of the hypothesis was rejected. 

Discussion of Statistical Findings 

There were no statistically significant relationships 

among the factors studied. Of the nine hypotheses, all nine 

were rejected. The rejected hypotheses involved the pre-

dicted relationship between leadership behavior of the 

principals and the climate within the schools. It was 

hypothesized that the higher the leadership skills of the 

principal, the more conducive the climate of the school would 

be. This, was not supported. The results suggest that the 

school climate is independent of the leadership behavior of 

the principal. 

The lack of support for the hypotheses, while not 

anticipated, is consistent with the findings reported by 

Siggins C21. In an investigation of leadership behavior and 
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organization climate, Wiggins noted an absence of any 

significant relationship between the school climate and the 

leadership ability of the principal within the school. 

Wiggins hypothesized that one plausible explanation for the 

lack: of support of the hypotheses might be attributed to 

the inclusion of the principals' perceptions of the school 

climate with the teachers' perceptions of climate. Collec-

tion and analysis of the data concerning only the teachers' 

perception of the school climate in relation to the leader-

ship skills reported by the principal might provide different 

results (2, p. 105). This assumption was not supported by 

this study. 

Since no difference was found when the factors of 

climate were considered cumulatively, the factors were 

analyzed individually for significance. The individualization 

and humane teacher factors of climate had low, positive corre-

lations with the total leadership behavior of the principal, 

whereas opportunity for input, caring, supportiveness, innova-

tiveness, and suitability of the school plant had a negative 

correlation with the leadership behavior of the principal. 

This result was especially evident in the correlation of 

the suitability of school plant score with the total 

leadership score. The higher the leadership score, the 

lower were the perceptions of the teachers in regard to the 

attractiveness of the school, the price in the school, and 

the suitability of the arrangements of the school space. 
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None of the findings of the individual factors of climate, 

however, were significant. 

In the statistical analysis of the specific leadership-

behavior scores with the total school'-climate scores, no 

relationships were found. However, the principals' ability 

to delegate responsibility, based on the strengths and weak-

nesses of each teacher, had the highest correlation to the 

school climate score and approached the significance level. 

Manpower development, relator, and catalyzer scores were 

the other behaviors with the highest correlation to the 

climate score, but none approached the significance level. 
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CHAPTER V 

SUMMARY, FINDINGS, CONCLUSIONS, 

AND RECOMMENDATIONS 

Summary 

The problem of this study was to Investigate the rela-

tionship between the school climate as perceived by the 

professional staff, and specific leadership behavior, as 

reported by the school principals in a selected school 

district. The purpose of this study was to determine the 

extent to which- the leadership behavior of the principal 

correlates witfL the total school climate and the factors 

comprising the school climate. 

The hypotheses were stated as follows: 

I.--A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

total score on the CjFK Ltd. School Climate Profile, and 

leadership behavior of principals, as measured by the total 

score on the Administrator Perceiver Interview. 

II,—A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

Humane teachers score on the CFK Ltd. School Climate Profile, 

and the leadership behavior of principals, as measured by the 

total score on the Administrator Perceiver Interview. 
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XXX* A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

opportunity for input score on the CFK Ltd. School Climate 

PJTOf jle, and the leadership behavior of principals, as 

measured by the total score on the Administrator Perceiver 

Xy.—-A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

caring score on the CFK Ltd. School Climate Profile, and the 

leadership behavior of principals, as measured by the total 

§core on the: Administrator Perceiver Interview. 

y. A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

individualization score on the CFK Ltd.. School Climate Profile, 

and the leadership behavior of principals, as measured by the 

total score on the Administrator Perceiver Interview. 

yi. — A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

supportiveness score on the CFK Ltd. School Climate Profile, 

and the leadership behavior of principals, as measured by the 

total score on the Administrator Perceiver Interview. 

yXX. A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

innovativenes;s score on the CFK Ltd. School Climate Profile, 

and the leadership behavior of principals, as measured by the 

total score on the Administrator Perceiver Interview. 
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VIII. A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

suitability of school plant score on the CFK Ltd. School 

Cliroabe Profile, and the leadership behavior of principals, as 

measured by the total score on the Administrator Perceiver 

* Interview. 
T""*!— ' j — — ~ T — 

XX.-^A significant positive relationship exists between 

the school climate perceived by teachers, as measured by the 

total score on the C£K Ltd. School Climate Profile, and the 

leadership behavior ofprincipals, as measured by the scores 

on the Admini s trator Perceiver Interview Subtests (mission, 

manpower development, relator, delegator, arranger, catalyzer, 

aueience sensitivity, group enhancer, performance orientation, 

ĈOrk orientation, and ambiguity tolerance) * 

A review of the literature applicable to the preceding 

hypotheses, provided a basis for additional research into 

leadership behavior of principals and possible correlates• 

This review of literature consisted of the examination of 

four subtopics, which included leadership of the school 

principal, organizational climate, leadership of the principal 

in relation to the school climate, and research on the leader-

ship of the principal in relation to the school climate. The 

material reviewed included books, periodicals, doctoral disser-

tations, reports, articles, and microfilm. 

All of the subjects for this study were the principals 

and the professional staff from the Lake Washington School 
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District in the state of Washington. Twenty principals and 

542 teachers participated in the study during the 19 77 and 

1978 school year. Four schools were eliminated, owing to 

data-collecting procedures. One additional school in which 

the principal did not have a minimum of one year of experience 

was eliminated from the study. The total population for this 

study included fifteen elementary, three junior high, and 

two senior high schools. 

Two instruments were administered for this study. The 

teachers were asked to complete the CFK Ltd. School Climate 

Profile questionnaire, whereas principals responded in an 

interview to fifty-five questions designed to identify eleven 

leadership behaviors. The Administrator Perceiver Interview 

(API), a self-report instrument, was taped and scored for 

each of the twenty principals. In addition, demographic data 

were collected to secure general background information about 

the principal and the individual schools. 

Data for correlation of variables were treated with the 

product-moment correlation coefficient. The distribution of 

t was used to test the significance of the nine hypotheses. 

Findings 

From the analysis of the statistical data, the follow-

ing findings were apparent at the .05 level of significance: 

Hypothesis one was rejected. There was no significant 

difference between the school climate perceived by teachers, 
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as measured by the total score on the CFK Ltd. School Climate 

Profile, and leadership behavior of principals, as measured 

by the total score on the Administrator Perceiver Interview. 

Hypothesis two was rejected. No relationship existed 

between the humane'-teachers score, as perceived by teachers 

on the CFK Ltd. School Climate Profile, and the total leader* 

Ship score of the principal on the Administrator Perceiver 

Interview. 

Hypothesis three was rejected. There was no significant 

relationship between the opportunity-for-input score, as 

perceived by the teachers on the CFK Ltd. School Climate 

Profile, and the total leadership score of the principals on 

the Adntjnistxator Perceiver Interview. 

Hypothesis four was rejected. There was no significant 

relationship between the school-climate caring score, as 

perceiyed by the teachers on the CFK Ltd. School Climate 

Profile, and the total leadership score of the principals, 

as measured by the Administrator Perceiver Interview. 

Hypothesis five was rejected. No relationship existed 

between the individualization score on the CFK Ltd. School 

Climate Profile, as perceived by the teachers, and the 

leadership behavior of the principals, as measured by the 

total score on the Administrator Perceiver 'Interview. 

Hypothesis six was rejected. There was no significant 

difference between the supportiveness score on the CFK Ltd. 

School Climate Profile, as perceived by the teachers, and the 
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leadership behavior of the principals, as measured by the 

total score on the Administrator Perceiver Interview. 

Hypothesis seven was rejected. No relationship existed 

between the innovativeness score on the CFK Ltd. School 

Climate profile as perceived by the teachers, and the total 

leadership score of the principal on the Adminis trator 

Perceiver Interview, 

Hypothesis: eight was rejected. There was no significant 

difference between the school climate perceived by teachers, 

as measured by the suitability-of •>-school-plant score on the 

CFK Ltd. School Climate Profile, and the total leadership 

score of the principal on the Administrator Perceiver Inter-

view. 

Hypothesis nine was rejected. No relationship existed 

between the total school-climate score, as perceived by the 

teachers on the CFK Ltd. School Climate Profile, and the 

principals1 leadership behaviors of mission, manpower develop-

ment, relator, delegator, arranger, catalyzer, audience 

sensitivity, group enhancer, performance orientation, work 

orientation, and ambiguity tolerance, as measured by the 

Administrator Perceiver Interview• 

Conclusions 

Based on the findings mentioned above the following 

conclusions from the study are suggested: 
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1. Contrary to readings in the literature, this study 

does not support the theory of the administrator as one of 

the most important climate determinants in the school. 

2. Climate of the school is independent of the leader-

ship ability of the principal. The results suggest that the 

fact that a principal is rated as having high leadership 

skills: does not necessarily create a beneficial school 

environment. 

3. The role, of the principal in the school does not 

conform to the social systemls theoretical framework which 

is based on the: assumption that behavior can be viewed as 

interaction between the organizations' role expectations and 

an individual's need-disposition. Leadership behavior, as 

related to the organizational processes of the school, was 

not supported. Thus, the principal may not contribute to the 

School environment within which he serves to the extent 

previously held. 

4. The seven factors of climate identified as humane 

teachers, opportunity for input, caring, individualization, 

supportivenessf innovativeness, suitability of school plant 

are independent of the leadership ability of the principal. 

5. The evidence of specific leadership abilities of the 

principal including mission, manpower development, relator, 

delegator, arranger, catalyzer, audience sensitivity, group 

enhancer, performance orientation, work orientation/ and 
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ambiguity tolerance do not result in a more beneficial school 

climate, as perceived by the teachers. 

Recommendations 

As a direct result of this study, the review of signifi-

cant literature related to this work, and the insights 

developed by the investigator, additional studies are 

recommended as follows, 

1, Jlore empirical testing of the relationship between 

the leadership skills of the principal and the school climate 

in elementary, junior, high, and senior high schools is 

recommended. 

2, A replication of the present study should be con-

sidered in other educational settings and institutions of 

varying size and locations. 

3, It is recommended that further research concerning 

the role of the principal as a school-climate leader should 

be conducted. 

4, It is recommended that additional research be 

initiated, utilizing the CFK Ltd. School Climate Profile 

which, is a potentially valuable instrument, in further climate 

studies. 

5, Longitudinal studies of the climate stability, as it 

relates to the tenure and other variables involving the 

principal within the school, should be conducted. 
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6. Schools interested in developing and conducting in-

service models to improve the leadership skills of the 

principal as well as to improve the school climate should 

conduct a similar study prior to implementation of such an 

in-r-serv£-ce- Jaodel. 



APPENDIX A 

GENERAL BACKGROUND QUESTIONNAIRE 

DIRECTIONS For each of the following questions select the 
most appropriate- Put a mark (x) in the space 
in front of the appropriate response. 

1. 

2. 

3. 

Total years of experience 
1 year 
2 years 
3-5 years 

as a principal: 
6-9 years 

Principal's ethnic group/sex: 
Anglo male 

_____ Anglo female 
_______ Negro male 

Negro female 

Highest earned college degree: 
Bachelor's degree 
Master's degree 

Principal's age: 
Under 30 
31-35 
36-40 

10-15 years 
over 15 years 

Mexican-American male 
Mexican-American female 
Other 

Master's degree plus 
Doctor1s degree 

41-45 
over 45 

5. Previous teaching experience of principal: 
1-2 years 6-10 years 
3-5 years over 10 years 

6. Size of current teaching staff: 
Under 10 21-40 
10-20 over 40 

7. Size of school: 
Under 200 students 
200-500 students 

501-1000 
1001 plus 

8. Organizational structure: 
Graded 
Nongraded 

Departmentalized 
Graded with nongraded 
features 
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APPENDIX B 

QUESTIONNAIRE DEVELOPED FROM FACTOR ANALYSIS 
OF THE CFK LTD. SCHOOL CLIMATE PROFILE 

Your school was chosen to participate in this survey to 
assist in assessing the factors that may be involved in 
school climate. Data based on people's perception of how 
things are or how they feel about them are important. The 
results gained from this survey may be helpful to your 
school. 

DIRECTIONS 

YOU are asked to answer the question as YOU see the answer 
to be? NOT as you would like it to be or as you think a con-
dition in a school should be. 

This is an anonymous survey. You or your school will not be 
known to anyone except the researchers. 

The entire survey takes about 15. to 20. minutes to complete. 

DO NOT - repeat - DO NOT mark on this survey. Mark only on 
the answer sheet. 

If you feel in your school the statement: 

1 2 3 4 

1 rarely occurs 

2 sometimes occurs 
MARK 

3 often occurs 

4 very frequently occurs 

PART 1 

1. Teachers treat students as persons. 

2. Teachers in this school are proud to be teachers. 
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3. Students feel that teachers are "on their side." 

4. Students can count on teachers to listen to their side 
of the story and to be fair. 

5. The teachers are "alive;" they are interested in life 
around them; they are doing interesting things outside 
of school. 

6. Teachers in this school are "out in front," seeking 
better ways of teaching and learning. 

PART 2 

7. I feel that my ideas are listened to and used in this 
school. 

8. When important decisions are made about the programs in 
this school, I, personally, have heard about the plan 
beforehand and have been involved in some of the dis-
cussions. 

9. While I obviously can't have a vote on every decision 
that is made in this school that affects me, I do feel 
that I do have some important input into that decision. 

10. When all is said and done, I feel that I count in this 
school. 

PART 3* 

11. I like working in this school. 

12. There is someone in this school that I can always count 
on. 

13. I think people in this school care about me as a person; 
are concerned about more than just how well I perform my 
role at school (as student, teacher, parent, etc.). 

14. This school is a nice place to be because I feel wanted 
and needed here. 

•Instrument utilizes 4 instead of 5 items. 
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PART 4 

15. Required textbooks and curriculum guides support rather 
than limit creative teaching and learning in our school. 

16. Students help to decide learning objectives. 

17. Opportunities are provided under school guidance to do 
something with what is learned. 

18. This school's program stimulates creative thought and 
expression. 

19. The same homework assignment is not given to all stu-
dents in the class. 

20. All students are not held to the same standards. 

21. Many opportunities are provided for learning in indi-
vidual and small group settings, as well as in 
classroom-sized groups. 

22. Students have opportunity to choose associations with 
teachers whose teaching styles are supportive of the 
student's learning style. 

23. Teachers use a wide range of teaching materials and 
media. 

24. The school program extends to settings beyond the 
school building for most students. 

25. Teachers and administrators have planned individualized 
in-service education programs to support their own 
growth. 

26. The school's program is appropriate for ethnic and 
minority groups. 

27. Teachers experiment with innovative programs. 

28. Students are given alternative ways of meeting curric-
ulum requirements. 

29. The grading system rewards each student for his effort 
in relationship to his own ability. 
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PART 5. 

30. Teachers know students as individuals. 

31. The administration is supportive of students. 

32. Faculty and staff want to help every student learn. 

33. Students know the criteria used to evaluate their pro-
gress. 

34. Most students get positive feedback from faculty and 
staff. 

PART 6* 

35. Ideas from various ethnic and minority groups are 
sought in problem-solving efforts. 

36. Teachers or students can arrange to deviate from the 
prescribed program of the school. 

37. The principal encourages experimentation in teaching. 

38. This community supports new and innovative teaching 
techniques. 

39. In-service education programs available to teachers in 
this school help them keep up-to-date on the best 
teaching strategies. 

40. The school systematically encourages students to help 
other students with their learning activities. 

41. Curriculum materials used in this school give appro-
priate emphasis and accurate facts regarding ethnic and 
minority groups, and sex roles. 

PART 2** 

42. It is pleasant to be in this building; it is kept clean 
and in good repair. 

*Instrument utilized 7 items instead of 10 items. 

**Instrument utilized 3 items instead of 5 items. 
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43. This school building has the space and physical arrange-
ments needed to conduct the kinds of programs we have. 

44. Students and staff are proud of their school plant and 
help to keep it attractive. 

THANK YOU! 

Source: The original instrument is cited in the 
Occasional Paper, School Climate Improvement; A Challenge 
to the Administrator, 1973, published by CFK, Ltd, of Engle-
wood, Colorado. It has been adapted and revised by James J. 
Tunney and James M. Jenkins. 



APPENDIX C 

DETERMINANTS OF SCHOOL CLIMATE 

Program determinants of a positive school climate include 
the following: 

1. Opportunities for active learning in which students 
are totally involved in the process, both physically 
and mentally, and are able to demonstrate an ability 
to use their knowledge and skills. 

2. Individualized performance expectations that are 
reasonable and flexible and that take into account 
individual differences. Individuals are frequently 
encouraged to set their own performance goals. 
Care is taken to allow for differences, while at 
the same time providing maximum challenges for fully 
motivating the individual. 

3. Varied learning environments, which avoid a single, 
standard mode of instruction, class size, or atmos-
phere. Schools within schools and alternative 
programming are considered potential processes for 
developing optional environments. 

4. Flexible curriculum and extracurricular activities 
that provide a wide variety of pace and content 
options for learners. It is not assumed that all 
learners in a group have the same content needs or 
that most will learn at the same rate. Extra-
curricular activities should serve all students and 
be subject to constant redevelopment as students' 
needs change. To the greatest extent possible, such 
activities should be offered on an open-enrollment 
basis. 

5. Support and structure appropriate to learner's 
maturity in which the school designs its programs, 
activities, and requirements so they are consistent 
with the everchanging intellectual, social, and 
physical developmental characteristics of youths as 
they grow. Educators practice the principles of 
child and adolescent growth and development. 
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Rules cooperatively determined, involving educators 
and students in the development of rules and regu-
lations that are clearly stated and viewed as 
reasonable and desirable by those affected. 

Varied reward systems, which minimize punishment 
and emphasize positive reinforcement of effective 
behavior. The school should recognize the need for 
success by students and provide a variety of ways 
in which students and educators can be productive 
and successful. 

Process determinants of a positive school climate include 
the following: 

1. Problem-solving ability in which skills are ade-
quately developed to reach effective solutions 
quickly. Problems should stay solved, and the 
solving mechanism should be maintained and 
strengthened. There should be well-developed 
structures and procedures for sensing the existence 
of problems, for inventing solutions, for imple-
menting them, and for evaluating their 
effectiveness. 

3. Identifying and working with conflicts in a way 
that recognizes that conflict is natural and that 
it occurs within individuals, between them, and be-
tween groups. Conflict is not a problem unless it 
mounts up, is not faced, and is allowed to fester. 
In a favorable cl 
accurately and de 

imate, conflict is identified 
alt with effectively. 

Effective communi 
sonal relationshi 
and parents rathe 
lation, misunders 
Communication inv 
understanding fee 
estly. It is a mi 
unrestricted by h 
imaginary barrier 
sharing and probl 
purposeful listen 

Involvement in de 
to improve the sc 
interested parent 

cations, which enhance interper-
ps among educators and students 
r than causing alienation, iso-
tanding, fear, and frustration. 
olves sending, receiving, and 
lings and ideas openly and hon-
ultidimensional process, 
ierarchies or other imposed or 

There should be emphasis on 
em solving, as well as concern for 
ing. 

cision making in which opportunity 
hool exists for students, educators, 
s, and others. Persons affected by 
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a decision need an opportunity to provide input. 
Decisions should be based on pertinent information, 
and decision processes should be clearly specified 
and understood by all. A variety of decision-
making models should be used and the entire process 
reviewed periodically for effectiveness and effi-
ciency. 

6. Autonomy with accountability, which balances the 
freedom of being independent and self-governing 
with the necessity and desirability of being re-
sponsible for actions through reporting and 
explaining processes in achieving goals and objec-
tives. This equity is vital not only to the school 
as an organization, but to educators and students 
as individuals and as working groups. 

7. Effective teaching-learning strategies in which 
goals for teaching-learning situations are clearly 
stated and educators seek evaluative feedback from 
students and other educators. Teachers should re-
cognize that students have varied learning styles 
and should attempt to employ methods that consider 
these styles, as well as student maturity. Stu-
dents should have frequent opportunity to choose 
from a variety of learning activities. Inquiry 
should be encouraged, and a system should exist to 
evaluate teaching strategies. 

8. Ability to plan for the future so that the school 
determines and plans for its immediate and long-
range future. In this process, the school's 
educators and clientele analyze the general course 
of the education program at their school and delib-
erately plan desirable changes and modifications 
in the school's programs, services, and processes. 
It involves planning skills and a future orien-
tation. 

Material determinants of a positive school climate include 
the following: 

1. Adequate resources, which include able educators 
and support for them and students through provision 
of instructional material centers and laboratories, 
desirable classroom or learning-area equipment, 
furniture, textbooks and references, other mate-
rials, and adequate expendable supplies. 
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2. Supportive and efficient logistical system, which 
is designed to help people be productive in 
achieving the school, curriculur, and extracurric-
ular activity goals. A responsive system enhances 
morale. Procedures should enable individuals to 
acquire needed material resources efficiently. 
Educators should be able to acquire commonly used 
resources rapidly. The system should provide 
quality in such areas as students scheduling, and 
in custodial, maintenance, secretarial, purchasing, 
budgeting, and account services. Each individual 
should know what he can and cannot expect of a 
school's logistical system. 

3. Suitability of school plant in which the institution 
modifies the physical plant as program and human 
needs change, keeping building decor attractive by 
use of color, furniture arrangement, and displays 
of student work. 

Source: Robert S. Fox, School Climate Improvement; A 
Challenge to the School Administrator, Denver, CFK Ltd. 
Publication, 1973. 



APPENDIX D 

TABLE XX 

DISTRIBUTION OF PRINCIPALS BY 
EXPERIENCE IN PRINCIPALSHIP 

Years of Experience Number Percent 
of Total 

1 3 15. .00 
2 2 10. .00 

3--5 2 10. .00 
6--9 2 10. .00 
10--15 11 55. .00 

Total 20 100. .00 

TABLE XXI 

DISTRIBUTION OF PRINCIPALS BY 
SEX AND ETHNIC GROUP 

Sex Number Percent 
of Total 

Anglo/Male 17 85. .00 
Anglo/Female 3 15. .00 
Negro/Male 0 0. .0 
Negro/Female 0 0. .0 
Mexican-American/Male 0 0. .0 
Mex ic an-American/Feraa1e 0 0. .0 
Other 0 0. .0 

Total 20 100. .00 
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TABLE XXII 

DISTRIBUTION OF PRINCIPALS BY 
HIGHEST ACADEMIC DEGREE 

133 

Highest 
Academic Degree 

Number 
Percent 
of Total 

Bachelor's Degree 
Master's Degree 
Master's plus 
Doctor's Degree 

0 
4 

15 
1 

0 . 0 0 
2 0 . 0 0 
7 5 . 0 0 

5 . 0 0 

Total 20 1 0 0 . 0 0 

TABLE XXIII 

DISTRIBUTION OF PRINCIPALS BY 
TEACHING EXPERIENCE 

Years of 
Teaching Experience 

Number Percent 
of Total 

1 - 2 
3 - 5 
6 - 1 0 

10 

1 
5 
6 
8 

5 . 0 0 
2 5 . 0 0 
3 0 . 0 0 
4 0 . 0 0 

Total 20 1 0 0 . 0 0 
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TABLE XXIV 

DISTRIBUTION OF PRINCIPALS BY AGE 

Age 

30 or under 
31-35 
36-40 
41-45 
45 plus 

Total 

Number 
Percent 
of Total 

0.0 
5.00 

30.00 
15.00 
50.00 

100.00 

TABLE XXV 

DISTRIBUTION OF PRINCIPALS BY 
SIZE OF PROFESSIONAL STAFF 

Number 
Percent 

Number of Teachers Number of Total 

10 or under 0 0.0 

10-20 2 10.00 

21-40 16 80.00 

40 plus 2 10.00 

Total 20 100.00 
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TABLE XXVI 

DISTRIBUTION OF PRINCIPALS BY 
SIZE OF SCHOOL ENROLLMENT 

Number of Number 
Percent 

Pupils Enrolled 
Number of Total 

200 or under 0 0.00 
201-500 4 20.00 
501-1000 15 75.00 
1000 plus 1 5.00 

Total 20 100.00 

TABLE XXVII 

DISTRIBUTION OF SCHOOLS BY 
ORGANIZATIONAL STRUCTURE 

Number of Schools by Number 
Percent 

Organizational Structure 
Number of Total 

Graded 8 40.00 
Ungraded 0 0.00 
Graded with nongraded 

35.00 Features 7 35.00 
Departmentalized 5 25.00 

Total 20 100.00 



APPENDIX E 

LETTER FROM RICHARD A. SCHMUCK 

NOVEMBER 21, 1977 

The instrument was developed by a six person committee 
that was constituted of three school administrators_and 
three behavioral scientists. Then a panel of practicing 
sch-ool administrators both critiqued the ̂  instrument and 
pilot-tested it in. their schools. In this way items were 
eliminated; wording was changed; and some items were added. 
Next, another panel o% administrators were asked to rate 
the construct "validity of every item. The final instrument 
include?? only those items for which. at least three-quarters 
q£ the panel members rated it valid. 

No formal studies of test-retest reliability were 
carried out on this instrument. However, the developers 
were concerned about t&e internal consistency of each sub-
§,cale and executed a few split-half coefficients. These 
generally were at the level of .70 to .80. We did not 
expect very* high, correlation, however, because of the belief 
that each, subscale was in itself multidimensional. 
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