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ABSTRACT 

Siboldi, Pablo G., A Comparative Study of Latino Principals and Campus Organizational 

Health Affecting Student Achievement in Title I Urban Primary Schools. Doctor of 

Education (Executive Educational Leadership), May 2021. Houston Baptist University, 

Houston, Texas. 

 

The purpose of this comparative study was to examine the personal experiences of 

Hispanic and/or Latino Principals and how their leadership styles affect the 

Organizational Health of the primary education campus they administer. Furthermore, 

this study focuses on analyzing how the culture, climate, and overall organizational 

health of each campus affects student achievement through the perceptions of teachers 

through the administration of the Organizational Health – Index Survey provided by Hoy 

& Tarter (1997) designed for primary school campuses. The findings of this comparative 

qualitative research study suggest that schools that focus on strengthening relationships 

between administrators and teachers will be those that will inevitably have a positive 

health in their overall organization. Additionally, as seen through the use of the 

Organizational Health – Index survey created by Hoy & Tarter (1997) and administered 

in this research study, schools that focus on building a connection between the members 

of campus that have the power to steer the climate and culture of the school (i.e. 

administrators, teachers) will be those that will be successful and have staff that is more 

committed to the success of the campus as a whole.  

When positive relationships can be made in the school setting and the effects of the 

administrative efforts can be seen by the teaching staff, a positive health for the overall 

organization within the school will be evident.   
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CHAPTER I 

INTRODUCTION 

Properly gauging the climate of schools can have a significant impact on the 

success of the overall organization. The term “Organizational Health” refers to how the 

overall aspects and characteristics of any given organization – whether it be a public or 

private institution – are functioning simultaneously. Miles (1969) described 

organizational health in schools as the “system’s ability not only to function effectively, 

but to develop and grow into a more fully-functioning system” (p. 12). With this in mind, 

school administrators have the responsibility of being able to holistically understand and 

effectively apply this concept to their respective campuses. Bahramian & Saeidian (2013) 

explain that understanding the conditions of Organizational Health is not solely focused 

on a single aspect such as the working conditions and dynamics, but are also predictors of 

improved performance, overall commitment, organizational efficacy, and each 

employees’ tendencies and mutual trust. With this understanding how of Organizational 

Health impacts schools and how stakeholders interact with one another, it is important for 

school administrators to understand that multiple variables affecting the success of their 

schools.   

School administrators have the responsibility of understanding their own 

campuses and knowing how to better apply policy to encourage growth and 

improvement. An important aspect of this is understanding and being aware of the 

demographics of the school. Being culturally aware of the student population and their 

needs is an essential part for every principal to understand in order to make informed 

decisions. In this case, according to Crawford and Fuller (2014) the Hispanic/Latino 
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population of students has been on the rise in the past 20 years, increasing by roughly 1.3 

million from 1994 to 2001. Similarly, Rosario & Rosario (2008) report that “between 

1990 and 2000 the Latino population grew by more than 57%, while the population as a 

whole grew only by 13%” (p. 29). With the steady growth in population and students 

making their way into schools in the United States, implications for school leaders on 

best serving the incoming population now become evident.  

According to Flores (2017), the Pew Research Center reports that the Latino and 

Hispanic population of the United States has been the principal driver of demographic 

growth currently accounting for half of the nation’s population growth since the year 

2000. Similar statistics regarding the increasing population of Hispanic and Latinos 

immigrants into the United States are also reported. According to Fry and Gonzales 

(2008) and their findings, which focus on the changing demographics in public schools 

across the United States, “the number of Hispanic students in the nation’s public schools 

nearly doubled from 1990 to 2006, accounting for 60% of the total growth in public 

school enrollment over that period” (p. i). When faced with these statistics regarding the 

growth of the Spanish-speaking population across the United Sates in the course of the 

past two decades, it is reasonable to predict that schools will be dramatically affected by a 

student population that does not master the langue in which instruction is being delivered. 

It is also projected that Houston, one of the largest cities in the United States located in 

Southeast Texas will reportedly be 60% Hispanic by the year 2050 (Kriel, 2016). Fry and 

Gonzales (2008) predict that the Hispanic school-age population in the United States will 

increase by 166% by the year 2050. 
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With these statistics, it will be imperative for school administrators to begin 

implementing strategies that align with the demographics of the school. If there are any 

hopes for improving the climate, culture, and overall organizational health of school 

campuses, then it is crucial for administrative and all involved and surrounding 

stakeholders to align their vision and mission to the needs of the school while at the same 

time, taking into account the cultural needs of the student population.  

 

Background of the Study 

Due to the language and cultural knowledge of the student body, administrators 

who ethnically reflect and represent the population of their respective schools may have 

the ability to impact how their respective campuses connect with the surrounding 

community. This advantage may have the potential of benefiting the campus in a number 

of ways, both socially and academically. At the same time, teachers who also find 

themselves proportionally representing the ethnic student population of their campuses 

tend to feel a tighter connection to their work. As the head of campus administration, the 

principal is responsible for the overall social and academic well-being of all students and 

teachers. Moreover, it is the responsibility of the principal to ensure that communication 

with all stakeholders in the community remains steady and positive throughout the year. 

Schools that have a high percentage of Latino and/or Hispanic students representing their 

population will benefit more from an administrator who also speaks the language of the 

surrounding community. Being able to communicate with parents in their native tongues 

increases the effectiveness of the conversation. Also, being able to provide and give 
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direct support to teachers in the classroom by observing dual-language and/or bilingual 

instruction. 

School climate refers to the quality and character of school life that is dependent 

on characteristics from all stakeholders and their ability to maintain a single vision and 

mission towards the outcome of a school (Cohen, 2013). If principals are to establish a 

positive school climate, they have to focus on the well-being of both the students and 

teachers. This being said, recent research shows that Hispanic/Latino students consider 

the building of positive relationships between themselves and teachers more important 

than the modeling of positive behavior (Thapa, Cohen, Guffey, & Higgins-D’Alessandro 

2013).  

While focusing on the overall climate of the campus is crucial for the academic 

success and student achievement of the school, principals need to take a holistic approach 

to evaluating the success of their campus. This can be accomplished through the 

establishment of a vision and mission for the campus and ensuring that all teachers, 

students, staff, community members, and any stakeholders are involved in the pursuit of 

these goals. While working to achieve the goals under the vision and mission, the campus 

principal will have to survey the Organizational Health of the school to ensure that all 

stakeholders (e.g. students, faculty, staff, parents, etc.) are on board and maintaining 

positive feelings towards the principal’s decisions. One of the most important factors in 

determining the success of a school is determining the positive relationships that are built 

within its walls (Thapa, Cohen, Guffey, & Higgins-D’Alessandro 2013). These 

relationships are responsible for fostering the climate of the school, which in turn affects 

the overall Organizational Health of each campus.  
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Latino and/or Hispanic administrators are indeed being sought after by school 

districts in order to fill vacant position in campuses where the student body represents a 

high percentage of native Spanish-speakers. According to Crawford & Fuller (2017), the 

rise in the overall population of Latinos in the country has led to remarkable growth in 

the number and percentage of Latino students in U.S. schools as well. These students and 

their parents who will initially settle in communities which represent their ethnic 

background will populate the surrounding schools, and therefore change the 

demographics of the administration and teacher body working there.  

Analyzing the leadership styles of these administrators and how teachers perceive 

their work on campus will provide an in-depth look at the overall Organizational Health 

of the school. 

 

Statement of the Problem 

With the increasing enrollment of Hispanic and/or Latino students in urban 

primary schools in Texas, administrators who are able to communicate in the language of 

the community and relate both ethnically and culturally may benefit the campus as its 

leader. According to Flores (2017), the PEW Research Center explains that the Hispanic 

population accounted for nearly 18% of the nation’s population and was considered the 

second-largest ethnic group behind whites. Because of the continuing shift in the 

demographics of the United States, it is imperative that schools continue to make the 

efforts to accommodate the influx of students they are receiving. In order to ensure the 

success of these students from Spanish-speaking countries, school districts need to focus 
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on acquiring educators that will be able to provide a holistic educational experience based 

not only on academics, but culture and ethnicity as well.  

Knowing the dimensions that each campus exhibit, provided by Hoy and Tarter 

(1997) through the Organizational Health Index – Elementary survey, gave a clear picture 

of the strengths and weaknesses of the campus when it comes to its overall health. It was 

imperative to study the effect these dimensions have on the overall organizational health 

of their campuses affecting student achievement in urban primary schools. At times, the 

perceptions of teachers as to how their campuses are being administered unfortunately 

tends to be overlooked by administration over the importance of student achievement. 

Analyzing the how teachers perceive their respective principals and their leadership 

styles can lead to a better understanding of the Organizational Health of each school, 

yielding a better understanding of how to improve from within.  

 

Statement of the Purpose and Significance 

The purpose of this comparative study was to examine the personal experiences of 

Hispanic and/or Latino Principals and how leadership styles affect the Organizational 

Health of the primary education campus they administer. Furthermore, this study focused 

on analyzing how the overall organizational health of each campus affected student 

achievement through the perceptions of teachers using a valid Organizational Health 

Index – Elementary survey that was specifically constructed for primary campuses 

provided by Hoy and Tarter (1997). With this in mind, it is important to note that a 

healthy organization is one that “not only survives in its environment, but continues to 

cope adequately over the long haul, and continuously develops and extends its surviving 
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and coping abilities” (Hoy 1990, p. 153). Furthermore, this study focused on analyzing 

how the culture and climate of each campus affected student achievement by analyzing 

campus standardized test data.  

According to Hoy (1990), school climate is a “broad term” that refers to the 

perception of teachers of their general work environment (p. 151). Furthermore, Hoy 

states that both formal and informal organization, personalities of participants, and the 

leadership of the school influence the climate of each school. In essence, the climate of a 

school is not an independent factor. It is, however, wholly dependent on the success of all 

stakeholders of the school. In this study, principals were interviewed about their 

leadership practices through questions that addressed their personal experiences as 

leaders, perception of campus, and overall view of the principalship. Teachers also were 

surveyed using the previously mentioned Organizational Health Index – Elementary 

survey provided by Hoy and Tarter (1997) in order to identify their perceptions of their 

campus’ culture, climate, and administrative leadership. The responses of principals and 

teachers were gathered in order to analyze how overall student achievement is affected by 

these practices.  

The administrators in this comparative study were of Hispanic and/or Latino 

origin and the campuses they administer were specifically selected to contain a Spanish-

Speaking student population of over 90%; therefore, it was significant to observe the 

importance of ethnic and cultural similarities between administrators and the student 

body in the campuses surveyed. Additionally, teacher’s perceptions on campus leadership 

styles – which are sometimes overlooked by administration’s concern for overall student 

achievement – can offer a significant outlook on the causes of each campus’ 
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Organizational Health. By analyzing the perceptions of teachers towards the leadership 

styles of their principals, a better understanding of culture, climate, and overall 

organizational health was gathered.  

 

 

 

Research Questions 

According to Parlar and Cansoy (2017), student learning and achievement will 

increase if the Organizational Health of the campus is positively maintained, rendering 

the campus effective. Furthermore, it was useful to examine the relationships between 

Organizational Health and personal leadership dimensions of administrators in campuses 

in order to better understand what affects their practice (Parlar & Cansoy 2017). In this 

comparative qualitative study, data was taken from both principals and teachers on the 

Organizational Health of the campus and the leadership styles of the principals. In order 

to guide this study, the researcher used the following questions:  

1. How do the leadership styles of Latino principals affect the Organizational Health 

of their campus?  

2. Which of the Five Dimensions of Organizational Health is most common in high 

performing primary schools led by Latino Principals? 

3. What are the perceptions of principals of the campuses they administer? 
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Definition of Terms 

Organizational Health  

An organization’s ability to function effectively, to cope adequately, change 

appropriately, and grow within (Fairman and McLean, 2003) 

Teacher Efficacy  

The belief and judgment of each individual teacher to bring about the success of 

individual students in their campus. 

Style of Leadership 

The personal characteristics and traits of a school principal that determines the 

way a school is administered. 

High Performing Primary Schools 

Schools that have achieved “Met Standard” under the Texas Accountability 

Performance Report 

Teacher Morale  

The ability for teachers to persevere and perform tasks inside an organization 

based on positive mental state.  

School Climate 

The character, quality, and atmosphere of the school which determines its 

effective output.  

School Culture 

The set of values and beliefs that teachers and various staff members share of 

what the school should represent. 
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Latino  

Although most Latino students speak Spanish and are also considered Hispanic, 

Latino Students are those who are or have decedents from counties in South America 

(e.g. Colombia, Venezuela, Uruguay, Chile, Argentina, Ecuador, etc.).  

Hispanic  

Hispanic students are those who speak Spanish and whose ethnic background 

resides from Spanish-Speaking countries. In most cases, Hispanic nations will encompass 

most of Central and South America.  

Title I Schools  

Schools that have high population of students who are considered economically 

disadvantaged. Through this program, schools who have at least 40% of their student 

come from low-income families are eligible for extra funding in order to close the 

achievement gap.  

Immigrant Students 

Immigrant Students are those who migrate to the United States from Central or 

South American Counties.  

TAPR – Texas Academic Performance Report 

Annual reports – or “scorecard” – consisting of a wide range of academic 

information relating to the performance of students as a whole in each school district 

within the state of Texas.  
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Theoretical Framework 

The theoretical framework of this research was based on Hoy & Tarter (1997) 

Organizational Health Index – Elementary survey. The instrument was used to determine 

the health of the overall organization – in this case, primary school campuses – and is 

comprised of different dimensions. These dimensions offer a detailed look at what may 

be affecting the organizational health of these primary campuses. According to Hoy & 

Tarter (1997), the following are the dimensions which encompass organizational health 

for primary campuses: 

 

Institutional Integrity: Describes a school that has integrity in its educational 

program. The school is not vulnerable to narrow, vested interests of community groups; 

indeed, teachers are protected from unreasonable community and parental demands. The 

school is able to cope successfully with outside forces.  

Collegial Leadership: Refers to behavior by the principal that is friendly, 

supportive, open, and guided by norms of equality. At the same time, however, the 

principal sets the tone for high performance by letting people know what is expected of 

them. 

Resource Influence: Describes the principal’s ability to affect the action of 

superiors to the benefit of teachers. Teachers are given adequate classroom supplies, and 

extra instructional materials and supplies are easily obtained.  

Teacher Affiliation: refers to a sense of friendliness and strong affiliation with 

the school. Teachers feel good about each other and, at the same time, have a sense of 

accomplishment from their jobs. They are committed to both their students and their 
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colleagues. They find ways to accommodate to the routine, accomplishing their jobs with 

enthusiasm.  

Academic Emphasis: Refers to the school’s press of achievement. The 

expectation of high achievement is met by students who work hard, are cooperative seek 

extra work, and respect other students who get good grades.  

In order to gather as much participation as possible, the survey is suggested to be 

administered in faculty meetings where all or most teaching staff is present. There will be 

consideration for staff members who are absent that day and numbers will be adjusted in 

order to represent only those who have taken the survey.  

There are a total number of 37 items in the Organizational Health Index – 

Elementary survey, all of which takes less than 10 minutes to complete. All of the items 

on the instrument individually make up the five dimensions of Organizational Health 

according to Hoy & Tarter (1997) as designed for primary school campuses. The survey 

was administered to both teachers and principals. Once the survey was completed and the 

dimensions analyzed, the overall index of the school’s organizational health was 

determined by the following conversion table: 
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 Table 1.1: Organizational Health Index – Elementary Conversion (Hoy & Tarter, 1997) 

Organizational Health Index Score Determinants of School’s Health 

Above 600 Very High 

551-600 High 

525-550 Above Average 

511-524 Slightly Above Average 

490-510 Average 

476-489 Slightly Below Average 

450-475 Below Average 

400-449 Low 

Below 400 Very Low 

 

There is an abundant amount of research that shows the effects of a school’s 

culture and climate on the overall Organizational Health of the campus. Researchers have 

determined that although many schools will be successful in their own, independent 

ways, they all will share the commonality of a positive school climate and a thriving 

campus culture.  

 

Limitations 

While this comparative study was being conducted by the researcher, limitations 

that needed attention arose. Limitations are events and occurrences which are out of the 

researcher’s own control that might possibly have an effect on the on the overall results 

of the study. The researcher was aware of these possible occurrences and took note of 
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them when they presented themselves.  The limitations in this study include the 

following: 

1. The climate of the school – whether positive or negative – might have affected 

the way the participants responded, perhaps adding bias to their answers.   

2. Instances did arise in the study when the principals selected decide not to 

further partake in the study based on outside factors related to the research.  

3. The literature provided on the criteria of the research (i.e. ethnicity of the 

principal; schools with high Hispanic/Latino populations; high performing 

campuses) might not have provided a full understanding of the specific 

campuses participating in the study. 

 

Delimitations 

Delimitations of a study are those characteristics that arose from the limitations in 

the scope of the study (boundaries are defined by the researcher) by conscious 

exclusionary and inclusionary decisions made during the development of the study. The 

Delimitations that were present in this study are listed as follows: 

1. The researcher selected the schools that were chosen for this study according 

to the criteria being researched (i.e. ethnicity of the principal; schools with 

high Hispanic/Latino populations; high performing campuses). 

2. The researcher selected the participants who were part of the campuses 

included the study based on the necessary requirements.  
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3. The survey that was used in this study was pre-selected and aimed at 

observing specific criteria within the research.  

Assumptions 

Assumptions are the variables which the researcher assumed to be true during the 

scope of the study. As the study was carried out, it was important for the researcher to 

have an understanding of the factors that he is aware of. The following were assumptions 

in this comparative study: 

1. The survey used in this study was valid and credible for its intended purpose.  

2. The analysis of data correctly reflected the responses each participant gave.  

3. Each administrator gave a true account of their perceptions as leader in their 

campus through the survey and interview. 

4. All participants knew their role in the survey and responded in an adequate 

and honest manner.  

 

Organization of the Study 

This study was organized into five chapters. Chapter I includes and follows the 

following structure: Introduction, Background of the Study, Statement of the Problem, 

Statement of the Significance and Purpose, Research Questions, Definition of Terms, 

Theoretical Framework, Limitation, Delimitations, Assumptions, and Organization of the 

Study. Chapter II provides a review of the literature researched for this study, which 

includes: (a) introduction; (b) Hispanic and Latino Students in Texas; (c) Undocumented 

Immigrant Students in Public Education; (d) Low-Income Title I Schools; (e) Latino 
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Principal Placement; (f) Principal Values in School Administration; (g) Role of the 

Principal in Successful Schools; (h) Transformational Leadership; (i) Teacher Morale;  

(j) Teacher Efficacy; (k) Concept of Trust Between Teachers and Administrators; (l) 

Student Achievement; (m) Organizational Health; (n) Summary. The methodology the 

researcher used in this comparative study is described in Chapter III, which focuses on 

the purpose of the study, the research design used, the context and setting, participants, 

instrumentation, reliability and validity of the surveys used, data collection, research bias, 

data analysis, and summary. Chapter IV focuses primarily on providing the findings of 

the researched of this comparative study. In Chapter V, the researcher provides the 

concluding thoughts to this study, which include the discussion, implications, 

recommendations for future research, and conclusion.  
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CHAPTER II 

REVIEW OF LITERATURE  

 

Introduction 

Focusing on maintaining a positive health for any organization is crucial for its 

success. It is the responsibility of the campus administration to adequately gauge the 

organizational health of their respective schools. By doing this, campus principals and 

their administrative team can use different methods in order to work towards building a 

healthy campus in order to impact student achievement and teacher morale. Two 

significant components of determining the health of a campus rely solely on the head 

administrator – in this case, the campus principal – and the teaching body. However, 

according to Korkmaz (2007), although it might seem logical to think that the leadership 

style of campus principals and teachers’ job satisfaction affect the overall health of the 

school, there seems to be a lack of research connecting the relationship between the two.   

The literature provided in this chapter offers a thorough view of the important 

characteristics of organizational health in primary and secondary campuses. Observing 

the organizational health of a campus requires focus on smaller, more specific 

dimensions. These dimensions work together and affect the overall health of the school. 

One crucial dimension is school climate. According to The National School Climate 

Center (2008), school climate is based on patters of people’s experiences of school life 

and reflects norms, goals, values, interpersonal relationships, teaching and learning 

practices, and organizational structures. The different themes discussed in this chapter 
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will emphasize the implications for educational leaders on the best practices, as supported 

through years of empirical research, on the dimensions of a healthy school organization. 

 

Undocumented Immigrant and Latino/Hispanic Students in Public Education 

 

“Every child that comes to the United States – regardless of his or her 

immigration status or the immigration status of their direct family members – has the 

right to a free, public education in a safe and supportive environment.” 

                                                             -National Education Association (2007) 

 

 Principals have the responsibility of ensuring academic success for all students 

on campus. Caring for the well-being of all students is unnegotiable for any leader and all 

steps necessary must be taken in order to ensure that school is an environment in which 

all students feel protected. In recent events, negative sentiments towards undocumented 

immigrants residing in the United States have emerged. More specifically, illegal 

immigrants who originate from nations in Latin America have been the focus of the 

Trump Administration. Burkett and Hayes (2018) explain that these sentiments have been 

vocalized by current United States President Donald Trump, stating that one of the main 

issues which President Trump campaigned for was immigration reform.  

Undocumented immigrants residing in the United States rely on the safety of 

schools for the education of their children. In some cases, the children of these families 

may be lawful American citizens due to having been born in the United States. However, 

due to the policies of the current administration which is aimed at targeting 
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undocumented immigrants, many of these families are living in fear. Sharpless (2016) 

explains that although there are a number of undocumented immigrants who are recent 

arrivals in the United States, many have been residing in the county for many years and 

have become lawful, permanent residents with strong family ties and have had children 

who are U.S. citizens. Specifically, these numbers of immigrants may be portrayed for 

the most part through the people of Mexico, who are the largest immigrant group in the 

United States (Almeida, Johnson, McNamara, & Gupta, 2011; Martin, 2017; Olivos & 

Mendoza, 2010; Brittain & Kozlak, 2007; Flores, 2017). 

Previous government administrations have implemented policies that have 

otherwise protected the students of immigrant families who were undocumented. During 

his 2012 campaign, former President Obama drafted an executive order aimed at creating 

a permanent policy which outlined guidelines for undocumented students of immigrant 

families residing in the United States. Known as the Deferred Action for Childhood 

Arrivals (DACA), this program succeeded in granting 2-year resident and work and 

residence permits to more than 741,000 foreigners who arrived in the United States 

before the age of 16, were considered unauthorized, are between the ages of 16 and 30, 

have a high school diploma, and have lived in the United States illegally for more than 

five years (Martin, 2017). The DACA program held a promising future under the Obama 

Administration. Plans were in motion for its expansion, leading to the implementation of 

a likewise policy known as the Deferred Action for Parental Accountability (DAPA) after 

the November 2014 congress elections (Martin, 2017). This program aimed at giving 

“temporary legal status to unauthorized foreigners whose children were legal residents” 
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(Martin, 2017, p. 15). Unfortunately, many stated sued to block DAPA from becoming 

policy in their governments and it was therefore blocked from implementation.  

Since the implementation of DACA, many students have had the opportunity of 

continuing their education through the U.S. public school system. Many of the students 

who remain children of illegal immigrants also have the chance of enrolling in colleges 

and universities. However, according to Burkett and Hayes (2018), the Trump 

Administration has cracked down on these students protected by DACA and worries have 

ensued. Principals in schools need to be aware of the repercussions these negative 

sentiments towards undocumented immigrants may have on student success, academic 

achievement, and the overall organization health of the school.  

Teachers in the classrooms also play a vital role in the education of 

undocumented students. If teachers in the United States could foster an understanding of 

the educational systems in Latin American countries, then the application of knowledge 

in the classroom could nurture the academic success of immigrant students. For this 

reason, researchers sought to understand what implications the thoughts of foreign 

teachers had on the academic achievement of their students, knowing that opportunities 

lied not in their own countries, but by immigrating to the United States of America.  In a 

study conducted by Borjian and Padilla (2010), English teachers in Mexico were asked 

why the educational system of the nation mandated that students be taught English in 

every academic context offered in public schools. Teachers replied that academic 

requirements, opportunities for better jobs in different fields, intrinsic motivation for 

students to be multi-culturally aware of other languages, the desire of parents for their 
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children to know English, and free education for all students were the most prevalent 

reasons (Borjian & Padilla, 2010).  

Because of the mandate of English education in these foreign countries, students 

who come to the United States may have some, although very limited, understanding of 

the language. Valdés (1998) explains that the dilemma for students who come from a 

non-English speaking country is a difficult one and encounter significant problems with 

the way the American education system is set up. Research suggests that students who do 

not have a complete master or holistic understanding of the English language will not be 

able to fully profit from the instruction they are receiving in school (Valdés, 1998).  

Additionally, the benefits of learning English as soon as these students arrive in 

the United States is crucial, as many school districts across the United States have 

implement programs for dual language and bilingualism. Canagarajah (2009) explains 

that as these students begin learning the English language, they learn to “monitor the 

forms and conventions others bring, ascribe meanings to others’ forms and conventions, 

and they monitor their own form and convention to negotiate communication” (p. 20). 

Many students experience this process of language acquisition, and it is important that 

both administrators and teachers have an understanding of this in campuses where latino 

students who are considered English language learners are the majority.  

Educators in American public schools need to possess an understanding of the 

educational background these immigrant students have. As a leader, being aware of the 

situation of the students in the school who come from undocumented families may 

provide opportunities for language intervention and personalized learning in order to 

ensure the student’s success. There are various avenues the principal may seek in order to 
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best serve these students. Based on the opinions and views of English teachers in Mexico, 

Borjian and Padilla (2010) suggest that that if teachers in the United States want their 

immigrant students to succeed in the classroom by become proficient in English, they 

will need to possess a “multicultural understanding, good learning environment, and 

knowledge of languages” (p. 322). Also, a key component of serving Hispanic/Latino 

students in public education is ensuring that they have support from the very beginning. 

 In a study conducted by Diamond, Furlong, & Quirk (2016), they argue that 

Hispanic/Latino students who receive kindergarten instruction have a much higher 

chance of developing the English language and therefore experience lower risks of 

dropping out before they graduate from high school. This can be effective in combating 

the almost 40% of Hispanic students across the nation that fail to graduate high school on 

time due to falling academically behind as compared to their peers (The White House 

Initiative on Educational Excellence for Hispanics, 2011). The State of Texas Children 

(2011) reported that 29% of the high school graduating class of 2010 – roughly 120,000 

minority students – dropped out of school between grade 9th and graduation, which forces 

these students into the job-market with limited skills and few opportunities.  

These are serious implications for school administrators to develop programs for 

these students to remain in school. The failure of Hispanic/Latino students – whether 

undocumented or having obtained legal status in the United States – can also be attributed 

to their underrepresentation in schools where they are considered the minority. Morales-

Chicas & Graham (2017) explain that a decrease in the representation of one’s own 

ethnicity in any given school – in this case, Hispanic/Latino students – from the primary 
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to secondary levels were shown to have a relationship with lower feelings of belonging 

and overall GPA achievement. 

However, there are other variables that affect the experiences of these 

Hispanic/Latino students who are new to the United States. Brown & Chu (2012) explain 

that these immigrant students have reported being in hostile encounters with teachers who 

have stereotypes them as troublemakers, perceived them as not being intelligent because 

of the lack of English understanding they possess as new arrivals into the classroom, and 

treated them as invisible resulting in low expectations for their academic achievement.  

Educators who hold this notion of students that arrive in their classrooms seem to 

lack an understanding of the culture of immigrant students and the best way to help them 

be academically successful in the classroom. This attitude the students hold based on 

what they experience can drastically impact the organizational health of the school, 

putting a damper on various dimensions of the phenomenon, including school climate 

and culture. If Hispanic/Latino students arrive at a school that does not accept or 

accommodate them accordingly, they will negatively impact the overall health of the 

school due to their role as stakeholders.  

When undocumented immigrant families decide to enroll their children in 

American public schools in the hopes of accessing a quality education, the sense of fear 

and deportation still lingers (Gonzales, 2010). Olivos and Mendoza, (2010), argue that 

“the construct of language proficiency, socioeconomic status, immigration status, and 

race/ethnicity pose challenges to Latino children and parents in U.S. society and its 

schools” (p. 339). The same argument is posed by Sibley & Brabeck (2017) who explain 

on this notion and explain that immigrant parents are very interested in the educational 
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process of their children and seek to be involved in the activities but face the difficult 

barriers of language, transportation, racism, and intimidation based on their legal status. 

Hughes, Im, Kwok, Cham, & West (2015) also point out that that children of immigrants 

who communicate with their parents in their mother tongue tend to receive more support 

and encouragement during their schooling, even though they might be considered low-

socio economic and have access to fewer resources. Parents of these children may face 

further challenges at the school level due to poor and inadequate interpretation services, 

which may prevent them from being informed about school events, voicing their 

concerns as community members, and propose solutions to challenges their children 

might find in school (Knotek & Sanchez, 2017). 

Besides facing the struggle pose by society through their undocumented status, 

the children of these families face even more hardships in school, the place which is 

supposed to provide a nurturing and safe environment. When these students step into the 

classroom, teachers might not be aware of their undocumented status. Nevertheless, it is 

up to all educators – teachers and principals alike – to play an active role in the academic 

journey of these students and families. Research shows that “educators who build strong 

relationships with unauthorized families can facilitate academic and social success in 

school for their undocumented students” (Burkett & Hayes, 2018, p. 108). When students 

are in the classroom, it is the goal and responsibility of the educator to ensure the delivery 

of quality academic content despite of whatever the students’ race and ethnicity may be. 

Unfortunately, as Hawley & Nieto (2010) argue, race and ethnicity influence teaching 

and learning by affecting how students respond to instruction and curriculum, and 



 

 

 

40 

through the assumptions of teachers on how students learn and how much they are 

capable of retaining the information delivered in the classroom.  

Principals need to take an interest and active role in how to best help these 

students who are new to the country. Many of these students coming from foreign 

countries will experience the phenomenon of “culture shock” and will dwell on their past 

to make sense of their present situation. When principals, teachers, and counselors work 

together and are informed, undocumented students have a much better chance in 

succeeding in all aspects of their educational progress. Burkett and Hayes (2018) explain 

that relationships are a key component of helping these students acclimate to schools in 

the United States.  

Currently, these relationships are more critical than ever as government policies 

have changed and immigrant families who remain undocumented face deportation. 

School staff – e.g. teachers, counselors, staff, and administration – have been focusing on 

creating positive relationships in order to make their students feel safe and accepted in 

their schools (Burkett & Hayes, 2018). Moreover, this focus has extended to ensuring that 

these relationships are also communicated positively to the families of undocumented 

students so that they, too, are involved in the process (Burkett and Hayes, 2018). Sibley 

& Brabeck (2017) agree on the importance that relationships between school personnel 

and community members have on the development of children. They explain that due to 

the various risks children of immigrant parents face in coming to a new country, it is 

crucial that the educational setting in which they are placed assumes the important 

responsibility of partnering and promoting collaborative opportunities that enrich and 

support the healthy development of these students.   
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Crawford and Valle (2016) explain that relationships that are strong and 

supportive are essential to the success of every student. Furthermore, they emphasize that 

the relationships undocumented students make with the personnel of the school, aside 

from those or their academic peers, plays a critical role in their sense of belonging and 

school behavior. School counselors and teachers share the greatest opportunities to make 

meaningful relationships with students who have not acclimated to their new lives in the 

United States and remain undocumented (Crawford & Valle, 2016). Students who come 

from immigrant families face both intrinsic and extrinsic challenges. On one hand, 

students who are old enough to be aware of their legal status may not wish to make any 

sort of announcement.  

After speaking to a student, Dreby (2010) explains that the boy did not want to 

disclose any information to anyone in school because of the fear of rumors. Intrinsically, 

students who come from undocumented backgrounds experience anxiety and worries that 

their grade-level peers do not. Dreby (2010) argues that these feelings based on their 

current situations and struggles between immigration and illegality plays a detrimental 

role in the student’s identity and sense of self. It is essential for principals, teachers, and 

counselors to be equipped with the necessary knowledge and skills to care for these 

students. Factors that may not be attributed to the experiences they gather from the 

classroom can cause these students to suffer academically and socially.  

In a research study conducted by Crawford and Witherspoon (2017), researchers 

focused on gathering the perceptions of principals regarding undocumented students in 

their schools. Once the data from the administrators had been gathered and analyzed, it 

was reported that all principals considered that forming, nurturing, and maintaining 
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relationships with undocumented students played a significant role in all aspects of the 

school climate (Crawford & Witherspoon, 2017). Because these students and their 

families fear deportation (Dreby, 2010), they are less likely to become involved with 

aspects of the school. Crawford and Witherspoon reported that principals of the schools 

where these undocumented students were enrolled “tried attracting students and families 

through programming initiatives and education to engage them in learning spaces” 

(Crawford &Witherspoon, 2017). 

One of the agencies that President Trump began enforcing in order to tackle 

illegal immigration and deportation procedures is known as the Immigration and Customs 

Enforcement (ICE). In her research, Crawford (2017) explored the impact that this 

enforcement agency had on the school environment, as kids were aware of their 

undocumented status and were eligible for investigation. Any student attending a public 

institution would feel afraid if anything would happen to them or their families. 

According to the findings, school principals had taken it upon themselves to try and 

minimize the impact that the presence of ICE had on the school environment.  

Even more so, these leaders had taken measures to limit the short and long term 

effects on the community by “prioritizing relationships, dialogue, and collaboration with 

the undocumented community” (Crawford, 2017, p. 147). When the principal become 

involved in addressing the needs the community does not have the power to solve itself, 

he or she suddenly becomes more than a leader – the principal is now seen as an advocate 

for the needs of all stakeholders involved in the school.  

According to Flores (2017), the Pew Research Center suggests that the Latino and 

Hispanic population of the United States has been the principal driver of demographic 
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growth currently accounting for half of the nation’s population growth since the year 

2000. Similar statistics regarding the increasing population of Hispanic and Latinos 

immigrants into the United States are also reported. According to Fry and Gonzalez 

(2008) and their findings, which focus on the changing demographics in public schools 

across the United States, “the number of Hispanic students in the nation’s public schools 

nearly doubled from 1990 to 2006, accounting for 60% of the total growth in public 

school enrollment over that period” (p. 1). When faced with these statistics regarding the 

growth of the Spanish-speaking population across the United Sates in the course of the 

past two decades, it is reasonable to predict that schools will be dramatically affected by a 

student population that does not master the langue in which instruction is being delivered. 

It is also projected that Houston, one of the largest cities in the United States located in 

Southeast Texas will reportedly be 60% Hispanic by the year 2050 (Houston Chronicle, 

2016). Fry and Gonzales (2008) predict that the Hispanic school-age population in the 

United States will increase by 166% by the year 2050.  

If schools do not begin implementing changes in their policies and programs they 

implement in regards to these fast-changing demographics shifts, these students will not 

be adequately served acclimated into their new instructional setting. School districts need 

to be aware of the challenges being faced by these students: form their undocumented 

status to the best way to serve them in the classroom. An interactional ethnographic study 

completed over the course of a year examined the perceptions of students and teachers at 

a border town in the United States – Mexico border. This study aimed at understanding 

the specific challenges recent immigrant students from Mexico faced when entering a 

new school in a different country. Researchers found that the influential factors that 
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determined the success of children in American schools in this context included social 

behavior and academic language acquisition (Skukauskaitė & Bolt, 2017).  

School leaders and teachers face arduous and straining tasks when it comes to 

effectively providing for different aspects of the educational process of every student; 

however, when children who come to school are challenged with factors that might seem 

out of the control educational personnel, solutions must be sought. Soltero (2008) 

explains that educational leaders continue to face unprecedented challenges in striving to 

improve the quality of public education, while at the same time accommodating the 

educational needs of children who have recently immigrated to the United States from 

Mexico or Latin America.  

There exists a plethora of literature explaining the policies of the United States 

government and educational system, the challenges faced by undocumented immigrant 

students and their families in the process of assimilating to their new environment, and 

individual experiences of Hispanic and Latino students. Principals need to assert their 

knowledge and, as the literature shows, come up with intuitive ways to play an active role 

in the community which the school serves. All children, regardless of their beliefs, where 

they come from, and their legal status in the country that they are in deserve an equal 

opportunity to receive the same education as their peers. The public school system in 

America will continue to experience more shifts in its demographics as Hispanic and 

Latino students, some of whom may be undocumented, find themselves in the classroom. 

As educators and advocates for the importance of education, it is the job and 

responsibility of those who have the power to make a difference to ensure that these 

children receive the best possible instruction and care.  
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Low-Income Communities and Title I Schools  

According to the United States Department of Education (2019), the term ‘Title I’ 

refers to those primary and secondary schools who receive further financial assistance by 

the federal government through their local school districts due to their high number of 

percentage of children from low-socioeconomic households. Based on the surrounding 

community and information families report to the schools, school districts are able to 

allocate and disburse Title I funds to the respective campuses that qualify for them. 

Lopez & Velasco (2011) of the Pew Hispanic research Center explain that “more Latino 

children are living in poverty – 6.1 million in 2010 – than children of any other racial 

ethnic group” (p. 1). When considering this, school leaders can expect that these children 

and their families will be making up the community and enrolling in school.  

The federal government of the United States has implemented policies to ensure 

that students from low-socioeconomic backgrounds have access to high-quality 

education. In March of 2010, the Obama Administration released plans to reauthorize the 

Elementary and Secondary Education Act (ESEA, most commonly known as the No 

Child Left Behind (NCLB). The focus of ESEA is to continue providing low-income 

students access to an excellent education. (The White House Initiative on Educational 

Excellence for Hispanics, 2011).  

Principals who serve in schools labeled as Title I have significant challenges 

ahead of them. According to Desmond & López (2009), the United States is a “nation 

where individuals can be more or less confident that their economic prosperity, familial 

stability, and physical vitality will increase with educational attainment, Hispanic 

students have the lowest educational aspirations and expectations of all major racial and 
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ethnic groups” (p. 311). Studies have reported that schools which serve a low-

socioeconomic minority community can actually jeopardize the well-being of students by 

failing to provide a nurturing and supportive school climate (Han, 2010). The students of 

these communities, besides from being low-income and minority, also include students 

who are children of immigrants and English language learners. Han (2010) explains that 

often times, the schools serving these students institutionalize low academic expectations, 

do not have sufficient resources, and suffer from teacher and administrative constant 

turn-over. Because of the lack of resources at these schools, children who attend Title I 

campuses do not benefit from the rigor that schools in the same district may be able to 

provide their students. According to a study done on the socioeconomic status 

Latino/Hispanic students and their representation in schools, it was reported that “Schools 

serving Hispanic and other minority students offer fewer rigorous academic courses” 

(Kohler & Lazarín, 2007, p. 5).  

Research has also pointed to another issue which these schools, predominantly 

consisting of minority students, face. Teachers who are coming to the field of education 

and are being placed in these schools do not typically represent the demographics of their 

campuses. While this does not initially pose an issue in the classroom in the way that 

instruction is delivered, it is the lack of cultural knowledge and awareness teachers bring 

into the classroom that may negatively affect the way relationships with students are 

made. Davis (2009) argues that even though approaches to understanding multicultural 

classrooms are adopted in teacher training programs, they are not being implement in the 

classroom, leading to an education barrier between latino students and Caucasian 

educators.  
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As explained, there have been efforts in order to correct the gaps and the way 

these students are served; however, issues still persist when it comes to the language 

barrier and understanding that many of these students who attend a Title I school simply 

do not understand English well enough to academically succeed in a classroom. Harper & 

de Jong (2009) agree, stating that “school has become a high-stakes environment for K-

12 English Language Learners (ELLs) who are increasingly taught in mainstream classes 

where they are expected to meet grade-appropriate standards developed for fluent English 

speakers and where they must demonstrate achievement through standardized tests in 

English” (p. 137). This issue persists, and although Title I schools are given extra 

funding, sometimes it is not enough to cover the materials, staff, and resources necessary 

to adequately accommodate students who face a Spanish to English language barrier. 

Despite the continuous efforts made by the public, school districts, and education 

officials on focusing awareness to how important it is to have highly qualified bilingual 

teachers in schools to better serve Hispanic/Latino students, the true bilingual educator 

remains unseen in some educational settings (Harper & de Jong, 2009).  

It is not enough that teachers should be culturally aware when serving in a 

classroom that is designated as bilingual or with a majority English Language Learner 

(ELL) population, but content knowledge of the language of the students should be 

preferred. In many Title I schools, the demographics that the campuses serve are that of 

minority students, many of whom are Hispanic/Latino or African American. Because 

these schools often do not have the proper training given to their staff, many students are 

not properly coded and served. This, in turn, leads to students in classrooms with teachers 

who are not prepared to educate them properly at their level.  
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DelliCarpini (2009) explains that many students who are new to the country and 

are learning English as a second or additional language unfortunately spend most of the 

school day in a mainstream classroom with educators who have had little or no training 

given in how to properly educate these students. The result in this case for English 

Language Learners (ELLs) in mainstream classrooms is the same for mainstream 

teachers with ELLs in their classrooms: sink or swim (DelliCarpini, 2009). Further 

research also supports this discrepancy in mainstream classrooms and teachers who lack 

cultural knowledge.  

According to Busch & Fernandez (2019), “the increase in students whose primary 

language is not English, who are living in poverty, and are taught by teachers who do not 

share the same cultural experience of their students has become the ‘new normal’ in 

many public, charter, and private school systems” (p. 11). If more effective or new 

programs are not implemented to combat this issue, there will be many schools –  even 

though they are already considered Title I and reside in low socio-economic 

neighborhoods – that will continue to suffer and underperform. In a worst-case scenario, 

the lack of teacher cultural and/or language knowledge of the students and the 

community could inevitable cause the campus to repeatedly fail to meet state standards 

and be forced to shut down.  

In many cases, principals who head these schools begin the school year with 

limited resources and few capabilities to expand their educational programs. The many 

challenges faced by these students, especially Latino/Hispanic students, in their 

communities can reduce their academic self-concept, cause a significant loss of interest in 

education, and give them a heightened disbelief in being able to achieve a successful life 
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through the course of completing their education (Altshuler & Schmautz, 2006). By the 

time students who live in low-income communities and attend Title I schools manage to 

reach high school, being able to graduate poses another challenge for students and 

administrators. According to Edegger & Wagley (2014), “due to the lack of support 

systems, many Hispanic youth perform poorly in school and end up dropping out before 

graduating from high school” (p. 2). Statistically, the drop-out rate of Latinos is among 

the highest in any ethnic group represented in the United States at a staggering 28% 

(Edegger & Wagley, 2014).  Schools and those responsible for teaching children of low-

income communities and poverty-stricken families desperately need the resources and 

training to address a wide variety of issues which are critical to student success, primarily 

by creating a responsive, supportive, and inclusive learning environment (Darling-

Hammond & Cook-Harvey, 2018). 

Aside from these schools not being able to fully provide for these students, 

statistics show what the consequences are for predominantly Hispanic/Latino students 

who live in low-income neighborhoods and attend Title I schools. According to Calzada 

& Villar (2016), it is more common for these Latino students to initiate in risky behavior 

such as gang activity, fighting, smoking, illegal drugs, and alcohol at earlier stages than 

any other adolescent group. Brittain and Kozlak (2007) discuss similar points in 

explaining that schools which serve predominantly minority students and are tucked 

away in high-poverty areas tend to have a higher crime rate and very limited access to 

community resources which might enhance learning and development. Economically, 

Hispanic/Latino students that are enrolled in public schools in the United States are more 

likely than their non-Hispanic/latino peers to live in households which are at or below the 
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poverty level – 28% versus 16% (Fry & Gonzales, 2008). Due to their socioeconomic 

classification and the neighborhoods they reside, these families are more than likely to 

enroll their children in schools which will qualify for Title I status.  

While principals in Title I schools work diligently to improve the quality of 

instruction in the classroom, the some of the challenges that are faced by administration 

are those that come from outside of the school walls. Nevertheless, is it the job of the 

principal and those responsible for the education of these students to ensure that their 

time at school is productive, beneficial, and conducive of an excellent education. 

Teachers and staff also put in their time at these schools knowing that the student 

population they serve do not come households of high means. Often times, these families 

struggle to finance certain aspect of their children’s’ schooling – e.g. school supplies, 

uniforms, paying for field trips – so Title I schools and the funds they receive can help 

cover some of these expenditures in order to offset these costs to parents. Title I 

guidelines allows for its schools to provide free and reduced lunch to all students (Knotek 

& Sánchez, 2017).  

According to Jensen (2009), poverty can be defined as “persons with income less 

than that deemed sufficient to purchase basic needs – food, shelter, clothing, and other 

essentials” (pp. 5-6). Moreover, being poor can have great effects on the development of 

a child. Jensen (2009) describes the four primary risk factors afflicting families living in 

poverty: 

1. Emotional and Social Challenges  

2. Acute and Chronic Stressors 

3. Cognitive Lags 
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4. Health and Safety Issues 

When students come to school, principals, teachers, and every educational 

personnel needs to be aware of the factors and risks that may be affecting the community. 

Failure to do so can have negative implications for the school and the overall 

organizational health of the campus. However, there are effective ways that principals in 

Title I schools can reverse the effects of poverty inside schools. As Darling-Hammond & 

Cook-Harvey (2018) explain, recent studies have proved that a positive school climate 

actually improves the academic achievement and reduces the negative effects of poverty 

by boosting grades and student engagement.  

Principals, teachers, and school staff need to have a deep understanding of what 

running a Title I school consists of and its implications for student learning and 

achievement. Federal government programs have been created and funded in order to 

help low-income schools offset the challenges of a community with limited resources. 

Title I schools, which are designated as schools with a high percentage of children that 

come from families labeled as low-socioeconomic status, do receive extra funding from 

the federal government through their local school district. This is aimed at helping these 

campuses provide extra resources for these students. It is crucial that principals 

understand the effects of low-income communities on student achievement and school 

organizational health. Taking the necessary steps to provide a safe environment that 

fosters strong relationships and understanding by providing plentiful resources to the 

students of these communities can greatly benefit every Title I school in the United 

States. 
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Hispanic/Latino Principal Placement 

 As the demographics continue to shift in public schools, it is essential that 

educational personnel make continuous efforts to represent the ethnicity of the changing 

community. Research suggest that the population of Hispanic and Latino students will 

increase dramatically over the coming years, especially in large urban areas (Fry & 

Gonzales, 2008). These students and their families, who many emigrate from countries in 

Latin America, are now making a significant portion of the changing communities 

surrounding public schools in large, urban areas. It is critical to understand how the 

community affects the school, and more importantly, how to best bring them together in 

order to ensure that students succeed.  

According to studies done on the Hispanic and Latino community and the 

obstacles they face when it comes to their children’s’ education, it was reported that one 

of the biggest barriers was communication due not being able to speak English (Sibley & 

Brabeck, 2017). This issue can be solved by having educators on campus who are able to 

communicate effectively with the community. The principal who is assigned to these 

schools in a predominantly Hispanic/Latino community needs to have the skills and 

knowledge necessary in order to communicate effectively with all stakeholders. Crawford 

and Fuller (2014) argue that due to the lag and decrease of Latino student achievement in 

public schools (in contrast to their rising population), there is an urgency for leadership 

programs to train the necessary competent and culturally aware primary and secondary 

school leaders who will strive to improve the academic outcomes of these students.  

 Latino and Hispanic principals are in dire in these communities. “One of the 

potential cases for Latino/Hispanic student underperformance is the underrepresentation 
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of Latino school leaders” (Crawford & Fuller, 2017, p. 1167). A principal who is aware 

of the needs of the community will be able to respond and address appropriately what 

needs to be fixed; however, a principal who is culturally aware and empathetic to the 

needs of the community and shares a commonality will be more than willing to work 

together to arrive at any solution. Whether at a primary or secondary campus, this needs 

to be the mission of every school leader. The school is made up of everyone in the 

surrounding community, and school districts need to take the appropriate measures to 

ensure that every principal represents the school community for the best outcomes and 

results. Crawford & Fuller (2017) state that many educators are aware of the impact 

principals have on the school and its culture. They argue that “in the case of principals, 

groups of students, rather than individuals, accrue benefits; meaning latino students in a 

school with a Latino principal could benefit in myriad ways from a culturally responsive 

school culture” (Crawford & Fuller, 2017, p. 1175).  

 When principals who ethnically represent the majority student body of their 

campus and therefore the community itself – in this case, a predominantly 

Hispanic/Latino Community –, the administrators may be at an advantage when it comes 

to acknowledging the needs of the community and translating that into the campus. As 

Crawford & Fuller (2017) have stated, the culture of the school can be positively 

impacted by having leaderships that shares commonalities with the community. Grissom, 

Rodriguez, & Kern (2017) have found evidence through research that the race and ethnic 

of managers in a public organization can affect the outcomes of the institution, suggesting 

that the race and/or ethnicity of a principals can also impact student achievement in 

schools. When students become aware that they are able to build a relationship with a 
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leader of a school based on their ethnicity and/or race, they may feel motivated to 

achieve.  

 Even though Hispanic/Latino administrators are not the only ones who can 

positively affect the outcomes of students and the surrounding community, it is true that 

these students often lack the adequate representation, advocacy, and may even limit the 

role-models than can inspire them to succeed in school (Hernandez & Murakami, 2016). 

It was also found that leaders with a strong sense of Hispanic/Latino values frequently 

used language in their interactions with students and their families, promoting a positive 

and welcoming school environment (Hernandez & Murakami, 2016). It is critical for 

school leadership to be considerate of the community surrounding the school.  

More specifically, it is important for the principal to know how the demographics 

of the surrounding neighborhoods will affect the success of the school. As previously 

discussed, relationships between the principal and the community are important if the 

school is to have the support of all stakeholders. In the case of the principal and the 

community sharing the same ethnic background, the creation of a positive relationships 

can greatly affect the culture and climate of the school. A community that supports the 

mission and vision of the principal and are able to articulate their opinions without the 

issue of a language barrier or fear of discrimination, will therefore benefit the overall 

organizational health of the school. Ishimaru (2013) explored how principals can bridge 

the communication gap with a predominant Latino community, and stated that principals 

who created organizations within the school to foster healthy relationships with the 

community received more positive feedback.   
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 As much as developing communities in urban areas need these Hispanic/Latino 

administrators, there are challenges that these leaders face before they are to take over a 

school. It is reported that Hispanic/Latino administrators face greater odds in acquiring a 

beginning assistant principal position that a current Hispanic/Latino assistant principal 

becoming principal (Crawford & Fuller, 2014). In other words, there are fewer 

Hispanic/Latino principal leaders stepping into leadership than those who are currently in 

the field. Davis, Gooden, & Bowers (2017) also argue that the odds faced by Latino 

educators in Texas of acquiring a principalship position within 10 years of receiving their 

certification were lower than those faced by their White peers. With the growing number 

families from Latin America making their homes in these school communities, school 

districts face a great challenge in properly staffing their campuses to reflect the holistic 

needs of the community.  

Because of this, the “percentage of Latino/a school leaders of still far outpaced by 

the percentage of Latino/a students” (Crawford & Fuller, 2014, p. 49). Statistically, this 

can also be observed. According to Crawford & Fuller (2014), “The rise in Latino 

Principals has also not kept pace with the increase in the percentage of schools that 

enrolled at least 50% Latino students. While the percentage of predominantly Latino 

schools increased form about 22% to around 40%, the percentage of Latino principals 

increased from about 15% to 20% over the same time period” (p. 48). The data 

surrounding the Latino student population and Latino leaders paints a clear picture of the 

need for cultural representation in schools.  

 The increasing population of Hispanic/Latino families in urban school settings 

will only increase over time. School districts face challenges in staffing these schools so 
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that the community feels that their needs are being represented and met through effective, 

representative leadership. The need for Hispanic/Latino administrators will continue to 

increase. The role as head administrator can have significant impacts when it comes to 

school climate, culture, and the overall organizational health of the school when all 

stakeholders are involved.  

 

Principal Values in School Administration 

 Administration in schools follow guidelines, procedures, policies, and routines in 

order to ensure all aspects of the organization are effective. Principals are tasked with 

overcoming issues that arise by following district, state, and federal protocol. Because no 

one school is the same and leadership styles of principals vary, policies and procedures 

may differ from campuses across any given district. Each principal is different, and 

therefore the leadership style they inhibit and portray to stakeholders are representatives 

of their own beliefs. Research has given insight to the importance linking the attributes of 

individual administrators to the success of schools. 

 When observing how a principal administers a school, it is important to study the 

leadership style that the campus is under and how it best aligns with the values 

stakeholders have agreed upon. However, there exists one aspect that is often times 

overlooked and can be a crucial factor as to why principals make certain decisions in 

different situations. This is why it is important to study the personal values and beliefs 

principals have in order to understand the decision-making that goes on at the campus. It 

is without a doubt that administrators are assigned to school campuses based on their 

knowledge, skills, and leadership qualities. Furthermore, it is also important to remember 
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that principals are humans, too, and the personal beliefs that each principal may have will 

have an underlining effect on how situations are resolved.  

 In a phenomenological study carried out that focused on the values of principals 

in school administration, Aslanargun (2012) makes the argument that while organizations 

such as school districts emphasize on procedures that must be followed and policies that 

need be upheld, they often times forget that administrators have to make their own 

decisions based on what they believe to be just and correct. The study found that all 

principals should possess the common values of “justice, confidence, school rules, and 

sedulity” in order to be effective (Aslanargun, 2012, p. 1339). Through the data that was 

collected by interviewing principals, Aslanargun (2012) also states that all principals 

should be impartial and equal to everybody while using power and authority. Although it 

has differed in some respects, it appeared that they were rather sensitive of being equal to 

all teachers. 

Although leaders in schools must follow policy and procedures in accordance 

with district guidelines, there are principals that often times make decisions based on 

their own personal beliefs and value systems. Abu-Hussain (2014) explores the 

characteristics and relationships between the value systems of the principal and their 

leadership styles. In his study, he defines an individual’s value system as “an enduring 

organization of beliefs and rules that assist an individual in selecting alternatives, 

resolving conflicts, and making solutions” (p. 1272). In this view, the personal values and 

beliefs that administrators have can serve as a tool and asset in tough decision-making 

scenarios. When principals have to reach a certain decision, they report that their values 
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do play a significant role in the process leading to the definition of the type of leadership 

they exercise (Stravakou, Lozgka, & Melissopoulos, 2018) 

 Principals’ values and beliefs are also a critical part of their professional growth 

as a leader. All administrative staff develops a leadership style that the school and all 

stakeholders must, in some respect, accept. As the leader of the campus and head 

administrator, teachers, students, and staff look to the principal to effectively handle 

situations. The values and beliefs of the principal will affect the leadership style that will 

emerge out of the leader. Research suggests that a certain “principal’s value system 

enables him to have a transformative leadership style that will contribute to the 

improvement of the school functioning, and in particular, to more effective teaching 

processes and more significant study among students” (Abu-Hussain, 2014, p. 1273). It is 

important to note that the behaviors principals exhibit show a correlation to the specific 

leadership style they possess.  

Principals who inhibit a more pragmatic value system and had established a 

“rewards system” for teachers who performed and “sanctions” for inappropriate behavior 

were seen to be transactional leaders (Abu-Hussain, 2014, p. 1270). On the other hand, 

leaders who possessed a moral value system where seen as those who were able to 

encourage teachers to fulfill their potential. They led by personal example and were 

nurturing leaders who saw all members of the school as fundamentally good (Abu-

Hussain, 2014). These principals inhibited traits that were deemed more favorable to the 

function of the overall organization. When it came to examining how the values and 

beliefs of administrators played a role in schools, researchers found that those 
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administrators who held on to their personal belief systems and the leadership traits that 

made them leaders benefitted from a school with healthy organizational traits. 

 Leaders have responsibilities that need to be handled professionally and with the 

best interest of the teachers, students, and school in mind. Ensuring that the overall 

organization runs smoothly and maintaining its positive health are key to success. 

Although it is the responsibility of administrators to follow all policy and guidelines, 

there will be occasions where the principal will need to access his own “personal toolbox 

of assets” in making difficult decisions. The personal values and beliefs leaders possess 

can be useful in tough situations. As Aslanargun (2012) states, we must not forget that 

“values and cultures are considered important nowadays more than former positivists 

approach that ignored the humanistic values in organizations in favor of techniques and 

rules” (p. 1340).  

Schools need principals who are human in nature and are led by both intrinsic and 

extrinsic factors. The want to see students achieve their goals and teachers who benefit 

from a positive work environment who feel appreciated and valued isn’t written on 

guidelines or policies that districts follow. There might be requirements and specific 

characteristics that one may be able to observe in a successful school with a healthy 

organizational climate, but they aren’t imbedded in the beliefs of the principal if his or 

her own personal values don’t deem it important. The principal needs to want this, and a 

successful principal who leads based on his and her own intuition and moral values will 

inevitably find success. Taking research into account, future and aspiring leaders should 

not only remember to focus on the important responsibilities that schools demand, but 

also on their personal intuition that guided them to become a school leader.  
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Role of the Principals in Successful Schools 

Schools rely on effective leadership for success. Principals who take an active 

leadership role on their campus will impact all aspects of the education process. When 

administration is seen throughout campus and not behind the closed doors of their offices, 

teachers and students are motivated to fulfill their roles in the organization. According to 

the literature, there have been years of research that point to the “significant role that 

school principals’ leadership style and professional conduct play in explaining the 

effectiveness of school processes and outcomes” (Hameiri & Nir, 2014, p. 210).  

Educational leaders play a critical role in determining the success of a school 

organization. Principals who are aware of how their actions and decision-making affect 

all school routines and procedures know that the responsibility of the education of 

students lies with them. Furthermore, teachers in the classroom know what they want to 

see in an effective leader. All stakeholders rely on the principal to fulfill many roles 

within the school organization. As the head administrator, principals need to be flexible 

and understanding that not all situations are solved with the same strategies; how each 

principal fulfills their role within the school will determine the success or failure of the 

overall organization.   

Teachers have the incredible responsibility of delivering instruction at every level 

of understanding, and their role in any school organization should not be overlooked. 

They are the backbone of instruction and their skills will help determine whether the 

school is headed in the right direction when it comes to student achievement. Principals, 

too, must fill an important role if the school is to succeed. According to Marks & Printy 

(2003), in order to a principal to ensure that effective teaching is happening in the 
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classroom, his or her role is to “maintain high expectations for both teachers and 

students” (p. 372). Furthermore, their responsibilities also lie in the supervision of 

classroom instruction through formal or informal walk-throughs and observations, 

coordinating and effectively implementing the school’s curriculum agenda, and also 

monitoring that student progress is taking place (Marks & Printy, 2003).  

Because they are required to be life-long learners, principals need not forget that 

they were once in the classroom playing the role of the teacher. Now in an administrative 

position, the principal’s main responsibility is to encourage one of the most important 

roles in the school: teachers. By playing the role of mentor, facilitator, and providing 

support and encouragement, teachers will be able to be more productive in the classroom. 

Wolters & Daugherty (2007) explain that when teachers feel a strong sense of support 

and, in turn, efficacy, they tend to place and exert more effort in planning effective 

lessons and delivering thorough content. Teachers in the school cannot succeed if the 

principal does not play the role he or she is mean to portray. Overall, success will be seen 

in the classroom through student academic achievement if the principal succeeds in 

fulfilling his or her responsibilities.  

Principals must not only serve as a leader who manages, but also a role model for 

all stakeholders. The decisions that principals make must align with his or her view for 

success in the school. Principals who exhibit traits of transformational leadership 

demonstrate behaviors that ultimately allow them to serve as role models for all 

stakeholders in the school organization (Arokiasamy, Abdullah, Shaari, & Ismail, 2016). 

Successful schools are those who see active leadership within them. The roles principals 

might fulfill go above and beyond what is required of them. In other words, principals 
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who are willing to step into many roles within the school system will experience healthier 

characteristics of the overall organization. Moreover, principals and school administrators 

who are seen in the classroom and walking the hallways with a purpose directly affect 

their level of interaction with teachers and students simply by being seen. In contrast, 

principals who manage from their office and limit their role capability to that of a 

manager will find it more difficult to experience success. They are also responsible for 

the level of instruction that teaches deliver in the classrooms.  

According to Quint, Rappaport, Akey, and Willner (2007), “principals play a key 

role in the instructional improvement process by setting in motion a sequence of school-

level behavior changes for improved teaching and learning” (p. ES-1). As previously 

mentioned, the role teachers play in students’ education is crucial and incomparable; 

however, principals and administrators are responsible for ensuring that all teachers are 

well-equipped with the knowledge to deliver such high-quality academic content. In this 

case, principals fulfill the role of instructional leaders in the school. They are responsible 

for the success of teachers in the classroom by implementing any necessary changes or 

policies to ensure success.  

When the principal is fulfilling the role of instructional leader in the school 

organization, teachers are able to deliver the instruction possible for students to achieve 

success. Bamburg & Andrews (1990) explain that there are multiple dimensions the 

principal must fulfill when playing the role of instructional leader: 

1. Resource Provider: The principal ensures that all teachers have the necessary 

resources and materials in order to do their job effectively. This is done 

through effective budget allocation.  
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2. Instructional Resource: The principal actively supports all instructional 

activities and programs of the school by participating in professional 

developments, modeling desired and correct behavior, and always prioritizing 

instructional goals and concerns.  

3. Communicator: The principal makes the goals for the school clear through the 

mission and vision that has been established. These goals are clearly 

articulated and implemented. 

4. Visible Presence: The Principal is seen throughout the halls of the school, 

conducts frequent classroom observations, and is accessible to all stakeholders 

at all times (pp. 6-7). 

Administration is tasked with preparing all teachers to serve in the classrooms to a 

high level of expectation. In order to do this, the principal must ensure that all teachers 

are able to communicate their needs and uphold professional standards. Although school 

policies vary from district to district, the end goal is the same for all: success in the 

classroom. One of the ways principals voice their high expectations to all educators in the 

building is through professional developments. The principal must fulfill the role of both 

educational leader and instructional coach. In observing the relationships between 

teachers and administration, Quint et al. (2007) were able to determine that there is a 

“direct relationship that was observed between the role that principals played in 

professional developments” (p. ES-4). When principals place importance in the coaching, 

development, and nurturing of all educators on campus, their role as an instructional 

coach will yield positive results. In the same study, it was found that even though 
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principals coach and train their teachers to be successful in the classroom, they also “play 

a pivotal role in the instructional improvement process” (Quint et al., 2007, p. 8) 

When a school begins experience positive changes, the principal has fulfilled 

various roles in the process. A predilection of a healthy school is its own climate that 

undoubtedly was shaped by the efforts of all stakeholders in the community, especially 

the principal. As stated, principals must always be filling to be a role model for all of 

those he or she comes in contact with throughout the school day (e.g. students, teachers, 

staff, community members). The role they satisfy must be able to “contribute to not only 

to the formation of a positive school climate, but also to a positive pedagogical climate 

between educators and students” (Stravakou et al., 2018, p. 150). School leaders not only 

have to ensure that positive relationship are maintained between the administrative body 

and teachers, but also between teachers and students. The role principals play here is 

incredibly vital to the success of any school. Failure to help foster healthy relationships 

between teachers and students can lead to poor academic progress and outcome, a 

strained school climate and culture, and most importantly a negative health for the overall 

organization.  

While a positive school climate is crucial to the success of the overall 

organization, developing a lasting culture needs to be one of the top priorities for campus 

principals. The role they play in developing this culture stems from the beliefs of the 

school as well as what the principal considers to be most effective when it comes to 

student academic success. Stravakou et al. (2018) explain that principals “emphasize that 

they have a pivotal role in the culture formed in their school units, leaving their mark on 
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the school identity, and consequently, [they] can either positively or negatively affect the 

school culture and the school in general” (p. 157). 

Among many factors, student achievement plays a significant role in the success 

of a school. Principals who understand that there are many obstacles and barriers to cross 

will understand that there is no clear path to success without making modifications along 

the way. When a plan needs to be revisited, the principal understands that although 

mistakes can be avoided, they are a part of improvement. At times, the leader needs to 

hear the opinions and voices of those who deliver the academic content to students and 

are responsible for every classroom in the school: teachers. When the principal accepts 

the opinions of those he or she manages, teachers see a different role being played. For 

that moment, the principal has become their equal colleague who understands and 

respects everyone’s concern.  

When the principal accepts the diffusion of power to those other than him or 

herself, teachers become aware of their power to collaborate; however, they must be 

accepting of this responsibility. According to Leithwood & Jantzi (1990), this is a crucial 

characteristic the principal must inhibit and express while at the same time, maintaining 

the role of leader. It is explained that “without the principal’s willingness to do this and 

teachers’ willingness to accept the power thus offered, true collaboration seems 

unlikely…this has the potential for making teacher’s role in the school much more 

meaningful” (Leithwood & Jantzi, 1990, p. 28). 

When surveying a principal on the role she assumes as the school leader, it was 

reported that one of the primary roles for campus leaders to assume when taking teachers 

into consideration was that of a listener and observer. In order to find success in the 
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school, principals need to take time to observe their teachers in action and listen to their 

needs and wants. This, in turn, will yield an understanding for principals on how to help, 

coach, and develop their teachers (Quint et al., 2007). Educational leaders should take 

advantage of the roles they must fulfill in order to find success. Every role assumed has 

the power to take the principal to a new level of positive relationship with any 

stakeholder in the organization.  Whether they are communicating with the community 

and serving the role of a liaison between the school and its surroundings, or directly with 

students as a mentorship figure, the leader must have the knowledge necessary to find the 

best strategies to effectively deal with the situation at hand. 

Collaboration, teamwork, and the willingness to achieve the same goals will lead 

a school organization to success. Principals are aware that the roles they play on campus 

have a direct effect on the characteristics of the school that will successfully guide them 

throughout the year. Research does show that the overall leadership attributed to the roles 

principals play in any given day matter in an organization (Toprak, Inandi, & Colak, 

2015). The roles principals assume in order to achieve success will be felt across campus. 

Success can be attributed to student achievement, positive teacher morale and collective 

efficacy, as well as a healthy organization with moral values. An effective principal who 

takes all of these into consideration is aware that the roles he or she plays also has 

implications and influences over school employees’ attitudes, motivation, and behavior 

(Toprak et al., 2015). 

Although the principal is the head administrator and responsible for many of the 

day-to-day tasks in a school organization, it is interesting to note that there is a difference 

in how their roles affect student achievement. Quint et al. (2007) explains that although 
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“principals play important roles in shaping instructional practices and student outcomes 

throughout the school” (p. 9), there might exists a slight difference in the effect this has 

across grade levels from primary to secondary. In the study, it was decided that only 

those principals of elementary school campuses would be included due to the fact that the 

role they played as agents of instructional improvement was more likely to be present 

(Quint et al., 2007). It is argued that because there are various members of an 

administrative team in secondary education (e.g. deans, counselors, assistant principals, 

department heads, etc.), the diffusion of responsibility is too high, therefore the impact of 

the sole principal when assuming the role of instructional leader might not be felt as 

much as it would in the elementary level where fewer of these administrative positions 

exist (Quint et al., 2007).  

In order to ensure the success of the overall organization, principals must be able 

to play different roles while dealing with various scenarios. The roles of a principal in a 

successful school are many, but they can all be attributed to the type of leader that he or 

she is and how willing they are to role-shift. Plans are made in order to view success 

through the mission and vision on the school, but throughout the school year different 

variables change and situations arise that force the principal to assume responsibility and 

steer the school in a favorable direction. When this occurs, principals must be ready to 

assume different roles of leadership to ensure that a positive school culture and climate is 

present, student achievement and progress remains unhindered, teacher collective 

efficacy is not negatively affected, and the overall health of the school organization 

remains intact.  
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Transformational Leadership 

Principals are effective leaders when they actively participate as instructional 

role-models in schools. According to Avolio, Waldman, & Yammarino (1991) 

transformational leaders have been characterized into that they refer to as the “Four I’s of 

Transformational leadership”: Inspirational Motivation, Influence, Intellectual 

Stimulation, and Individual Consideration. These leaders will display these factors 

throughout their leadership style and influence the stakeholders of the school. 

“Transformational leaders integrate creative insight, persistence and energy, intuition and 

sensitivity to the needs of others to ‘forge the strategy-culture alloy for their 

organization” (Bass & Avolio, 1994, p. 114).  Bass (1990) explains that transformational 

leadership “occurs when leaders broaden and elevate the interests of their employees, 

when they generate awareness and acceptance of the purposes and missions of the group, 

and when they stir their employees to look beyond their own self-interests for the good of 

the group” (p. 21).  

When the administrative body in the school makes it their goal to better the 

organization through the combined efforts of the teachers, school staff, and community, 

they are exhibiting factors of transformational leadership. These leaders possess insight 

and the knowledge necessary to propel the school to excellence. When the principal sees 

the needs of the overall school organization as his or her top priority and acts upon the 

necessary changes, he or she will be viewed as a transformational leader. Day, Gu, & 

Sammons (2016) define transformational leadership as a quality that “emphasizes vision 

and inspiration, focusing on establishing structures and cultures that enhance the quality 

of teaching and learning, setting directions, developing people, and (re)designing the 
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organization” (p. 224). When schools are in need of change through classroom instruction 

and student achievement can be improved, a leader who exhibits transformational 

leadership qualities may be the best option for the success of the organization 

(Leithwood, Louis, Anderson, & Wahlstrom, 2004).  

Demir (2008) explains that the influential factor of transformational leaders plays 

a significant role in the both promoting and managing school development. Further, the 

principal needs to have the capability to influence his or her subordinates directly and 

indirectly.  One of the most important goals for every principal is to find ways to improve 

the quality of teaching and learning that goes on at their campus. Robinson, Lloyd, & 

Rowe (2008) state that transformational leaderships is emphasized through the principal’s 

ability to motivate, collaborate, and manage interpersonal relationships with staff. This, 

in turn, can positively affect and improve teaching and learning.   

Furthermore, school campuses are never a constant organization. There are 

various factors that can cause change in a school – e.g. teacher experience, community 

shifts, student demographics –, and therefore the principal must know to adequately and 

effectively address this. Refusal to commit to change in response to independent 

variables in a school organization may result in a negative school climate and culture, 

hurting the overall health of the organization. Kondakci & Beycioglu (2014) explain that 

“improving and sustaining student outcomes in the face of various forces of change 

originating from demographic, technological, political, and economic developments have 

been pushing schools and education systems to undertake frequent change interventions” 

(p. 1). Principals need to address these changes at the campus level in order to avoid a 

constant and stagnant organization. Oreg & Berson (2011) argue that transformational 
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leadership may be the key to successfully implement change in campuses without 

negative drawbacks. In their research, it was found that there was a link between 

“principals’ transformational leadership behaviors and teacher’s dispositional resistance 

and intentions to resist change” (p. 627). In other words, the leadership style of the 

principal indeed played a factor in “facilitating employees’ acceptance of change” (Oreg 

& Berson, 2011, p. 633).  

Burns (1978) defined explained and defined leadership as a “process of morality 

to the degree that leaders engage with followers on the basis of shared motives and values 

and goals” (p. 36). Effective leaders in schools work by these ideals and constantly relay 

the importance of commonalities within the organization in order to achieve overall 

success. When principals are able to gather the support and trust of the main teaching 

body in the school, the efforts towards achieving student success will be greater. It is 

crucial for the principal to play an active role in the relationships he or she fosters with 

teachers. As a transformational leader, this can have significant impacts on the 

performance of teachers in the classroom. Beri & Shu’Aibu (2018) found that certain 

leadership styles do affect the effectiveness of teachers – more specifically, it was found 

that “transformational leadership was the most effective type of leadership style used by 

school administrators to bring about teacher effectiveness” (p. 846).  

Bono & Judge (2003) argue that “followers of transformational leaders viewed 

their work as more important and as more self-congruent” (p. 554). Teachers who teach 

in schools where they are aware their work is being valued by a supportive principal are 

more likely to support the mission and vision of the leader, thus increasing autonomy 

within the organization and being more effective. Bono and Judge (2011) also explain 
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that social identification – “the process by which individuals identify with a group, feel 

pride in belonging, and see membership in the group as an important part of their 

identities of self-concepts” (p. 555) – is considered a factor in gaining the support of 

teachers. By adopting a transformational leadership style, the leader of the organization 

can achieve this.  

When student academically achieve, the school succeeds. Research does show 

that principals can foster this through their leadership style. Choi and Gil (2017) state that 

“the transformational role of a principal can play a positive part in improving school 

academic performance” (p. 14). In a research study to find an existing correlation 

between transformational leadership and student achievement, Karadağ, Bektaş, 

Çoğaltay, & Yalçın (2015) reported that there was a significant and comprehensive effect 

on student achievement due to the transformational leadership style of the principal. 

Student achievement is characterized by achieving the goals teachers have set out for 

their classrooms, reflecting on the mission and vision principals have set out for the 

school. When working in unison, both principal and teachers can have a lasting impact on 

the quality of education being delivered in the classroom.  

In order for teachers to feel invested in their work and become aware that their 

efforts are being valued, they need to see the actions and characteristics of a 

transformational leader being displayed on campus. Ross & Gray (2006b) explain that 

“transformational leadership consistently predicted the willingness of teachers to exert 

extra effort and to change their classroom practices and/or attitudes” (p. 180). Leithwood, 

Jantzi, Sillns, & Dart (1992) agree, stating that transformational leadership practices 
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“encourages people to work for transcendental goals, to be self-motivated, and finally 

seek sources of self-actualization in their work place” (p. 11).  

The positive attitudes of the teachers greatly benefit the principal by strengthening 

two keep aspects that all schools must strive to positively influence: organization climate 

and culture. A transformational leader focus on creating positive relationships with all 

staff members, thus benefitting the culture of the school positively. Bryant, Escalante, & 

Selva (2017) agree that one of the ways the transformational principal will achieve a 

positive culture at the campus will be by teachers benefitting from the leadership 

opportunities available. Furthermore, a principal who exhibits transformational leadership 

qualities will dedicate time to focus on the growth and professional development of those 

he or she leads on campus by valuing their personal goals (Bryant et al., 2017).   

According to Yang (2013), becoming a transformational leader is a process that 

can be divided into three separate stages: 

1. Embryonic Stage: Principals do not yet possess a clear sense of what being a 

transformational leader is and cannot fully play the role of the trait correctly. 

Principals have the desire to play the role, but they lack the knowledge in 

order to do so. 

2. Formative Stage: During this period, the principal has undergone significant 

development and can now problem-solve rationally and logically with the 

knowledge of what the school needs most. They are able to come up with 

different strategies for the purpose of developing the school. However, the 

leadership style is not yet mature. His leaderships decisions are often 
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questioned by those around him or her and his actions may be misinterpreted 

by others.  

3. Mature Stage: By this time, principals are now aware of how to best 

implement sound strategies that will not only benefit the development of the 

school in present time, but are also thinking of ways their current actions will 

affect the school throughout the school year. They are now able to effectively 

make decisions and gather the support from those around him in the 

organization (p. 79). 

Principals who are assigned schools do not exhibit transformational leadership qualities 

at once. The development of a great leader takes time, and it is the job of the leader to 

ensure that his actions best serve the needs of the overall organization.  

While there is research to explain the different stages principals experience in 

becoming an effective transformational leader, Leithwood & Jantzi (1999) offer the 

dimensions that leaders with this leadership trait will exhibit and prioritize:  

A. Building School Vision and Goals 

B. Providing Intellectual Stimulation 

C. Offering Individualized Support  

D. Symbolizing Professional Practices and Values 

E. Demonstrating High Performance Expectations 

F. Developing Structures to Foster Participation in School Decisions (p. 6). 

Transformational leadership is a selfless characteristic that places the needs of the entire 

organization before one’s own personal achievements. The principal remains focused on 

positive change and how to best implement strategies that will drive the school to 
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success. Teachers rely on the principal to have their best needs in mind, and in doing so, 

will be able to effectively preform in the classroom. Leithwood and Jantzi (1999) also 

state that the effects of transformational leadership on student achievement are 

significant. School leaders need to possess initiative to affect the school in different ways. 

Transformational leadership that works relies on the expertise of the principal. Research 

shows that principals that show strong characteristics of transformational leadership will 

be more likely to promote new and innovative practices in their schools than their 

colleagues who show weaker transformational traits (Heissenberger & Heilbronner, 

2017).  

In their research and work, Leithwood & Poplin (1992) have found that 

transformational school leaders are in pursuit of the following three goals: 

1. Helping staff members develop and maintain a collaborative, professional 

school culture 

2. Foster teacher development 

3. Help staff members solve problems together more effectively (pp. 9-10).  

Principals who want to nurture their schools through transformational leadership 

will work towards these goals, while at the same time prioritizing specific characteristics 

and traits as they progress through the developmental stages of leadership. 

Transformational leadership has proven, through years of research, that it can have 

positive effects on the overall organizational health of schools. The principal’s leadership 

practices will have an effect on all stakeholders associated with the organization. It is the 

responsibility of the principal to adopt a leadership style that will most benefit the 

campus. This, in turn, will result in positive relationships stakeholders and student 
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achievement in the classroom. However, principals must keep in mind that the process to 

becoming a transformational leader requires dedication and a willingness to serve.  

 

Teacher Morale and Job Satisfaction 

Campuses rely on the efforts of educators – whether administrator or teacher – to 

ensure that schools are performing effectively. It is the task of administration to construct 

a healthy environment and organization to enable teachers to deliver rich, proper 

instruction. So much has this phenomenon been linked to the success of students in the 

classroom that researchers have dedicated a number of studies to explore the 

characteristics that ensure success for educators. There are many factors that may affect 

the motivation of teachers and if they are satisfied with the work they do. According to 

Song & Mustafa (2015), the lack of resources and supplies, support from campus 

administration, and the ever-present low pay are all negative factors which contribute to 

whether teachers feel satisfied or dissatisfied with their jobs. More specifically, the 

satisfaction teachers have of their jobs decreases as teachers begin to experience recurring 

problems dealing with an overwhelming amount of work, relationships with colleagues 

and administrators, salary, student misbehaviors, and career growth (Song & Mustafa, 

2015; Liu & Meyer, 2005). Although most of these common factors can be experienced 

by teachers at any point in their careers, it is the responsibility of the principal to ensure 

that they are not prevalent.  

Determining whether teachers are satisfied with their current positions can be 

observed closer and separated into two dimensions. As explained by Karabiyik & 

Korumaz (2013), these dimensions are based on: (a) individual variables and experiences: 
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refereeing to the unique experiences that teachers see on a day-to-day basis when they are 

on the job. It also has to do with the personalities of each teacher and the variables that 

come to play when educators are in their classrooms; and (b): organizational variables: in 

other words, the extent of the role the organization plays in making teachers happy and/or 

content in their current position. There are various variables included in this dimension, 

ranging from the style of leadership of campus administration to the involvement of all 

current stakeholders.  

Although classrooms are predominantly taught by one teacher at a time with a set 

group of students learning one or multiple subjects, the profession and practice of 

teaching is not an individualistic one. Caprara, Barbaranelli, Borgogni, & Steca (2003a) 

argue that “the more teaching becomes an interdependent enterprise that depends on a 

principal’s leadership, the school staff’s efficacy, families’ involvement, and 

collaboration with colleagues no less than a teacher’s individual skills, the more the 

functioning of the whole school and its recognition among the community unavoidably 

affect the attainments of the individual teachers and their satisfaction” (p. 822). As noted, 

teachers cannot rely solely on their skills in order to benefit the campus as a whole; 

rather, they must look to one another and the various characteristics and dimensions that 

make up the entirety of the school. Teachers must collaborate with various stakeholders 

in order to achieve success, this, in turn, will affect their own satisfaction in their role.  

Another characteristic of job dissatisfaction can be linked to the ever-changing 

system of public education. As the system continues to change and evolve, teachers are 

forced to derive from their comfort zone and explore new avenues of how to continuously 

and effectively deliver instruction. According to Bosso (2017), there is in increased 
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demand in how the landscape of education is evolving, this, in turn, directly affects how 

teachers are experiencing the “discrepancy between the moral and affective purposes of 

their work” (p. 7). He further states that, in accordance with teacher morale and the 

importance of keeping teachers satisfied with their work, “as the effects of education 

policies act upon teachers’ professional identities, motivation and morale, it makes good 

sense to consider the complex forces at play on how teachers perceive themselves, their 

students and their work” (Bosso, 2017, p. 7).   

While there are policies at play outside of the school campus that indeed affects 

the ways teachers feel motivated about their work, plenty can be done in order to increase 

motivation and morale within school walls. According to research, teacher morale and 

job satisfaction share a strong link to the way teachers are teaching in the classroom. 

Okeke and Mtyuda (2017) conducted a research study in which they explored the causes 

for teacher job dissatisfaction. Taking from Maslow’s Hierarchy of Needs, they explained 

that “the theory is also a content theory of motivation, which focuses on the factors 

within a person that start, energize, direct, maintain, and stop behavior. It can motivate or 

discourage human behavior in the sense that its positive influence causes satisfaction, 

while its negative influence causes dissatisfaction and causes one to react either 

positively or negatively” (p. 55). In order for teachers to feel motivated about their work, 

there needs to be efforts from administration within school campuses. Dedicated 

principals who are willing to motivate their teachers will find success in both the 

classroom and the overall climate of the school. The influence that administrators have on 

the morale of teachers, as described by Okeke and Mtyuda (2017) through Maslow’s 

theory, can influence them either positively or negatively.  
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When teachers do not feel motivated enough to do their work and administration 

is not making the effort to make the necessary changes in the school to overturn this 

feeling, teachers will begin to sense a more negative feeling: dissatisfaction. When 

teachers feel unmotivated and it has not been addressed, it has no longer become an issue 

of whether or not teachers feel motivated to do their job effectively in the classroom; 

rather, they are henceforth unsatisfied with the current status of their jobs. Although there 

can be many areas and characteristics that influence teacher morale and job satisfaction, it 

is important to note that keeping morale high is essential to success in the classroom. 

Even when principals and administration might feel that teachers are benefiting from 

positive morale due to effective campus climate strategies in place, morale booster events 

are always necessary. When looking at job satisfaction and its dimensions, there are three 

factors that Johnsrud and Heck (1998) believe affect whether teachers are pleased or 

displeased with their current occupations: 

1. Professional Priorities: These can come in the form of time pressure to 

adequately do their jobs; tenure pressure; role played in the organization; 

personal time and how their personal life gets in the way of them being able to 

attend to their professional duties; and emotional security.  

2. Institutional Support: Referring to the way teachers and staff perceive the 

issues related to their occupation; student demands in the classroom and how 

well teachers can meet their social, academic, and emotional needs; structural 

discrimination in the workplace when it comes to feeling discriminated 

against based on race, gender, ethnicity or any other personal factor; and 

department relationships with colleagues. 



 

 

 

79 

3. Quality of life: Comprised of feelings of isolation and financial, in terms of 

each teachers’ standards of living and finance balance (p. 545).  

As principal, it may not be possible to know each teacher on a personal level and be 

aware of the factors that are affecting them outside of work. Regardless, it is the 

responsibility of the head administrator and the rest of the administration team to ensure 

that teachers and properly being treated in the professional setting of the school and that 

their needs are being met. 

Special attention has been given to research focusing on the job satisfaction of 

women in the education field. August and Waltman (2004) argue that “it is not merely 

enough to recruit and hire more women; once hired, women faculty must be retained by 

fostering a satisfying work environment in which they can perform well and prosper” (p. 

178). Moreover, it has been reported that female school faculty members perceive their 

work environments challenging climates due to being left out of networks compromised 

mainly of their male counterparts (August & Waltman, 2004). With gender now playing a 

role in the satisfaction of teachers within a school organization, it is crucial for principals 

to address the importance of community building within departments in their campuses.  

However, further research does show that even though females might find their 

work environments challenging, women with more years of experience report a higher 

job satisfaction level than others, including males (Taylor & Tashakkori, 1995; Ma & 

MacMillan, 1999). This, in turn, may have other effects on the morale of teachers who 

otherwise are considered male and new to the campus. In their research, Taylor & 

Tashakkori (1995) found that the climate of a school has shown to have an effect on the 

way teachers feel about their job and their levels of satisfaction. Because teachers are 
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such a critical part of the school system, the state of their morale can directly affect the 

overall organizational health of the school. In his research dealing with the effects of 

organizational health on teacher behavior, Mabekoje (2017) explains that “organizational 

health necessitates morale which is a sense of trust, confidence, enthusiasm, and 

friendliness that teachers feel good about each other, and at the same time, their sense of 

job accomplishment” (p. 12). When teachers feel like they are an equal part of an 

organization as those who are in charge of it, they will deem themselves to have a 

respected voice and their actions valued. This, in turn, guarantees that morale in the 

school will be high.  

An important practice in any school is the implementation of induction programs 

for new teachers. When novice teachers arrive on campus for the first time, providing 

them with the essential tools for success will be the key factors that will determine their 

success. The new teacher on campus will be eager to succeed in the classroom and in the 

school; he or she will begin to seek interaction and signals from their colleagues on many 

factors of the school (Kardos, Johnson, Peske, Kauffman, & Liu, 2001). Furthermore, 

these new teachers will be an essential part of the development of the climate and culture 

of the school. With the help of veteran teachers who are committed to the overall 

improvement of the school and becoming great mentors, there can be high success for the 

new teachers.  

Kardos et. Al. (2001) also emphasizes that new teachers to the campus will begin 

by constructing their own perceptions as to what seems appropriate to do in the classroom 

with students, whom to look for in terms of expert guidance, and almost most 

importantly, if leadership is an encouraged factor outside of the classroom. The 
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experiences of new teachers within their first year in the classroom is one of the most 

detrimental factors in whether they will continue with a career in education and overall, 

how well they are satisfied with their current profession. The two most important roles in 

the school that can affect the morale of these teachers are administrators and veteran 

teachers, specifically mentors who interact directly with novice teachers.  

Moreover, there are programs who are dedicated to the factors that affect new 

teachers in the classroom. These programs are focused on how to ensure that new 

teachers on campus are satisfied with their profession through the use of mentorship and 

programs to acclimate novice teachers to their new practice and future career, The 

Alliance for Excellent Education (2005) explains that comprehensive induction programs 

serve as great tools necessary to address the roots of staff dissatisfaction by providing all 

teachers – whether new or veteran – with the resources necessary in order to be 

successful. These induction programs also go a step further by improving the satisfaction 

level of those teachers deemed more experienced in the field of teaching. It has been 

found that “experienced teachers who can serve as mentors and in some cases, evaluators, 

do improve their own teaching techniques and practices by observing, coaching, and 

mentoring beginners, allowing these more experienced teachers opportunities to grow 

further in their practice (Alliance for Excellent Education, 2005).  

However, principals must not forget that although the bulk of the teaching staff 

reside in the mainstream classrooms, they must cast aside a specific group of teachers in 

the building that may sometimes be placed in the backburner: special education staff. Job 

dissatisfaction has been prevalent in teachers who teach special education due to the 

different sorts of pressure they might encounter on a daily basis. Stempien & Loeb (2002) 
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warn that “special education teachers look for support from other special education 

teachers rather than from other professional personnel” (p. 265) due to the different 

factors their job entails that only they might seem to understand. Because of this, the 

communication between special education teachers and the rest of the teaching staff 

might be minimal. This, in turn, causes an isolative feeling in special education teachers 

and can easily manifest into job dissatisfaction from the lack of campus support. 

 Bandura (1982) does argue that the phenomenon of efficacy appraisals is often 

tied to and influenced by vicarious experiences. In other words, seeing the successful 

performance of others can significantly raise the expectation of the observers to do better 

in their own practice. Administrators can create induction programs in their campus that 

not only serve those new teachers coming into a new practice, but also the recurring staff 

already in their schools by giving them mentor and observer responsibilities. With the 

goal of increasing teacher satisfaction in mind, principals will be able to improve the 

climate of the school at the same time. Being aware of time shared by teachers improving 

their practice will lead to an increase of a better community among staff. In turn, 

teachers, both new and beginner, will be able to create their own community of educators 

committed to bettering how their schools and districts perform, giving more teachers the 

opportunity to dedicate to their work and improving overall work conditions, not to 

mention satisfaction with the administration and school as a whole (Alliance for 

Excellent Education, 2005).  

Lüleci, & Çoruk (2018) explored some of the characteristics that had an effect on 

teacher morale and their job satisfaction, reporting in their work that demographic 

characteristics the school’s educators (gender, age, branch, marital status, teaching level – 
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primary, middle, high – and seniority) showed significant differences in the morale and 

satisfactions of teachers. Parlar & Cansoy (2017) also describe the characteristics that 

determine teacher morale as a “positive working climate, individuals’ loving their jobs, 

and an environment that is based on collaboration” (p. 20). At times, when the principal 

or any member of school administration is not properly addressing the need to boost 

morale in schools, it may fall on the hand of fellow teachers to self-assess their morale 

and determine the best ways to increase their motivation. An example of this includes, as 

Parlar and Cansoy (2017) state: collaboration. Professional learning communities are a 

critical part of a successful school. When teachers are working together and are all 

determined to seek the same end-goal, motivation and morale spike.  

However, there is research that does show that although teachers can achieve 

higher morale by collaborating on work with one another, is it more importantly the 

responsibility of the principal to boost teachers’ motivation in schools. The principal is, 

moreover, the most important and deemed influential educator in the school. Because of 

the leadership that he or she provides, school climate, relationships levels, and teacher 

morale is affected (Korkmaz, 2007).  

It is also the responsibility of principals and administrators on campus to ensure 

that their teachers are appreciated not solely for the purpose of acknowledging their work, 

but as a critical factor in empowering them to continue giving their best. When teachers 

focus their commitment in giving their best in the classroom, sharing beliefs among staff 

members for the betterment of their practice, and are focused on the instructional mission 

of the school, the empowerment that they receive from all stakeholders based on their 

quality work will improve student academic success (Marks & Louis, 1997). For 
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principals, empowering teachers on campus on a regular basis can be the difference 

between having a committed staff, to one that is very dissatisfied with the job that they 

do.  

The notion of empowering workers to commit to organizational values is critical 

for the overall organizational health of the institution, and principals who dedicate 

themselves to ensuring that teachers are being recognized will see their efforts pay off in 

the form of higher student achievement in the classrooms. According to Shen, Lesli, 

Spybrook, & Ma (2012), principals empowering their teachers has been found to improve 

self-esteem; elevate energy and collegiality among teachers; enhance performance and 

productivity; increase content and pedagogical knowledge; achieve higher levels of 

motivation and achievement among students; and develop a more trusting attitude and 

view towards the principal and school district leaders.  

Principals need to keep in mind that what they say can and will become what 

school stakeholder will follow and implement. In this case, when referring to teacher 

morale and the ability to motivate educators in their jobs, Korkmaz (2007) explains that 

“motivation through talks in a source of morale for the followers of transformational 

leaders and it promotes a sense of common objectives in the followers, considering their 

needs and desires” (p. 30). Ross & Gray (2006b) explain that schools who are led by a 

principal who exhibits characteristics of a transformational leader will benefit from 

teachers who express more satisfaction in their jobs and are willing to exert more effort 

through commitment.  

In their research, Çoğaltay, Yalçın, & Karadağ (2016) found that that relationship 

between constructive leadership – i.e. transformational leadership – and job satisfaction 
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tested to be positive. When teachers begin to feel dissatisfied with their jobs after their 

motivation and morale have hit an all-time low, principals need to do more than simply 

address the staff of a school as a whole. Individual talks, meetings, and conferences to 

relay specific concerns and needs to an individual teacher might reverse negative 

feelings. It is also important to consider that although teacher morale might be a direct 

cause of school climate and relationships in schools, Korkmaz (2007) points out that 

previous research has shown that teacher morale in schools – whether high or low 

depending on the outcome of the criteria listed – can also be attributed to the current 

position staff in the school hold, marital status, and even the length of their professional 

tenure.  

Teachers and students will always create inevitable relationships that will begin 

on the first day of school and can last a lifetime. It is up to the teacher, however, to foster 

the beginnings of these relationships and to ensure that students are performing to the 

level of satisfaction of the educator. When students and teacher reach this collaboration 

period, not only does student achievement increase, but the teacher also feels a sense of 

accomplishment and motivation. Tan (2016) explained that when students are held to 

high expectations by their teachers and are able to perform at the standard expected, 

teachers will ultimately feel a sense of heightened morale and even feel motivated to 

continuing their work and turn the student into independent learners. This, Tan (2016) 

states, are the results of the “indirect effects of principal leadership via school processes” 

(p. 8), which in turn, because of successful leadership by campus administration, leads 

the teacher to experience high morale and satisfaction.  
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Referring to student achievement and the link to teacher morale, researchers 

MacNeil, Prater, & Busch (2009) explained that after conducting a survey regarding 

school climate and the effects on student achievement, they found that not only does 

school climate and the successful development of a school culture affect the way students 

perform academically, but also how teachers feel about their efforts and progress. 

MacNeil et al. (2009) argued that “successful principals suggests that focusing on 

development of the school’s culture as a learning environment is fundamental to improve 

teacher morale and student achievement” (p. 74). Principals who take the time to foster a 

school culture that is aligned with the vision and mission of the school will have a higher 

chance of experiencing high motivation from the teacher at his or her campus. Teachers 

who feel motivated to deliver effective instruction do so because they feel the school has 

goals and clear expectations of them. Their motivation is a direct result from the effective 

strategies the principal has implemented in order to foster these critical characteristics.  

When teachers are feeling satisfied with their jobs, morale increases. When 

teachers are experiencing heightened motivation to do their jobs, student achievement 

benefits. In a study conducted on the way teachers behave in certain schools, researchers 

found that teacher behavior changes depending on the health characteristics of the school. 

Teacher behavior was reported to vary depending on whether or not the school benefited 

from a health climate, trust between teachers and the relationships between them that 

would be deemed sincere, warm and friendly (Savas & Karakus, 2012). When teachers 

are in schools that exhibit high levels of satisfaction, morale is inevitably high.  

Although teacher morale in some respects deals with the way teachers feel about 

their jobs, as explained before, it can be gauged through different characteristics that all 
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relate to the motivation of teachers in the classroom. In their article, Cohen, McCabe, 

Michelli, & Pickeral (2008) relate teacher morale to a “connectedness” that teachers feel 

with different stakeholders of the school that all play a role in how he or she feels in the 

classroom when delivering instruction. Cohen et al., (2008) explain that morale can be 

attributed to “students being engaged learners; staff being enthusiastic about their work; 

students are willing to connect to one of more adults; and, students and staff feel good 

about the school and school community” (p. 184). Teacher morale and job satisfaction 

are not singled out through one cause and effect; rather, they are an interesting 

phenomenon that principals yearn to perfect in their campuses. They are characteristics 

that drive instruction in schools throughout districts.  

Principals and all kinds of administrators partake in several professional 

developments to familiarize themselves with the best strategies to implement for boosting 

morale and motivation among their staff. They are aware that although they are 

responsible for the everyday tasks the school face, teachers are the ones who drive school 

instruction and without them, students do not achieve. Any principal is also aware that 

without teachers who feel satisfied with their professions, real learning will not take 

place. On the other hand, administrators know perfectly well the benefits that come from 

having a highly motivated staff. Nizam & Adil (2014) explain that “if school teachers are 

satisfied with their professions, they could bring their optimum level of efforts in 

improving pupils’ study attitude and behavior” (p. 103), which in turn leads to more 

achievement in the classroom and feelings of accomplishments in both teachers and 

students. Keeping teachers motivated and satisfied should be a top priority for 

administrators.  
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When teachers begin to feel burned out, morale is the first attribute that will be 

affected. If principals do not address this issue during the short window that teachers are 

feeling low motivation and morale, it will quickly manifest itself into job dissatisfaction. 

When this occurs, the job of the principal has just become more difficult. Overturning 

teacher morale can be as simple as a show of appreciation through emails, one-on-one 

conversations, or even simple informal walk-in into a classroom during planning time to 

ensure that teachers do not get the feeling they are being observed if this is done when 

student learning is occurring. Principals have this responsibility as head administrators of 

a school.  

The way teachers feel in the classrooms and as educators who are part of an 

organization is critical and essential for students to succeed. When morale is low, student 

output is affected due to lessons that “could have been” or teachers who begin to wonder 

if they are appreciated. It is up to the principal, Tan (2018) argues, to boost the morale of 

teachers so they begin to feel a sense of belonging to the overall organizations. Although 

research does show that a leadership trait of the head administrator of a school 

organization does show some positive effects on the overall morale and satisfaction of the 

teachers, Çoğaltay et al. (2016) do argue that job satisfaction and morale ultimately 

depend on the kind of support these transformational leaders are willing to provide those 

he or she is responsible for.  

 

Teacher Efficacy 

When teachers take a moment to reflect on their practices as an educator and 

determine whether their efforts are yielding results, they are self-assessing their 
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capabilities as an instructor in the classroom. In considering efficacy in terms of being 

human, Bandura (1982) points out that “efficacy in dealing with one’s environment is not 

a fixed act or simply a matter of knowing what to do. Rather, it involves a generative 

capability in which component cognitive, social, and behavioral skills must be organized 

into integrated courses of action to serve innumerable purposes” (p. 122). More 

specifically, it is important to understand the concept of efficacy holistically and not only 

in terms of school educators.  

Tschannen-Moran, Hoy, & Hoy (1998) explain that self-efficacy does not have to 

do with the level of competence that one has in a given task or subject, but rather the way 

the self-perception of competence. It is also explained that this is an “important 

distinction because people regularly overestimate or underestimate their actual abilities, 

and these estimations may have consequences for the course of action they choose to 

pursue or the effort they exert in those pursuits” (Tschannen-Moran et al., 1998, p. 211). 

Before applying this term to schools and educators in the classroom, it is important to 

consider the psychological aspect of what guides oneself to individual perception and 

judgement of one’s own actions.  

With this in mind, Bandura (1977) explains how levels of strength in self-efficacy 

determined organizational output, determining that personal efficacy affects behavior, 

how much effort will be placed on given tasks, and how long actions can be sustained 

when faced with different obstacles and aversive experiences. Furthermore, research 

shows that “performance is also determined by the individual’s expectations that desired 

outcomes will occur as a result of successful performance of the task, and this 
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expectation is potentially independent of self-efficacy beliefs” (Riggs & Knight, 1994, p. 

756).  

When considering efficacy in terms of public, charter, and private schooling, 

Bandura (1993) explains that there are “three different levels at which perceived self-

efficacy operates as an important contributor to academic development.” These levels are 

held by the three main stakeholders and member of the school body: Students, Teachers, 

and Faculty. The detailed levels are as follows: 

1. Students’ beliefs in their efficacy to master academic activities by regulating 

their own learning, in turn determining their level of motivation, aspirations, 

and academic accomplishments; 

2. Teachers’ beliefs in their individual and personal efficacy to promote and 

motivate learning, affecting the various types of learning environments that 

they create within their classrooms, and the level of academic progress and 

achievement they that determine the success of their students; and,  

3.  Faculties’ belief in their instructional, collective efficacy that contributes 

significantly to the level of academic achievement and progress of their 

respective schools. 

With this explanation of efficacy both in and out of the school setting, a deeper 

and broader understanding of the phenomenon can be attained. Moreover, efficacy is 

arguably formed through the perceptions that stakeholders within an organization make 

of the work they complete and the achievement level of others involved in the same 

group. Caprara, Barbaranelli, Borgogni, & Petitta (2003b) argue that self- and collective 

efficacy is largely mediated by the perceptions that teachers, parents, and staff hold about 
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the behavior of their colleagues. In other words, the motivation of stakeholders usually 

tends to rely on what they think of the people surrounding them in terms of how they 

individually are attaining their goals.  

The quality of any school environment can generally be characterized by a set of 

dimensions which reflect the attitudes of teachers and behaviors conducive to student 

academic achievement (Bandura, 1997). This practice of self-assessment regarding the 

skill an individual possesses and the abilities he or she has to apply him or herself in the 

classroom with students lies within efficacy. Chin (2007) argues that in accordance with 

the leadership style the principal as adopted to lead the campus, teacher efficacy benefits 

more from transformational leadership. Not only does transformational leadership foster 

teacher efficacy, but is also helps sustain it to a healthy level (Chin, 2007). When the 

principal decides to administer the school through transformational leadership – that is, 

he or she becomes involved in the educational process of the students by being visible 

throughout the school and supports teachers in their work – teachers feel motivated and 

therefore see their practices effective and valuable.  

Walumbwa, Wang, Lawler, & Shi (2004) explain that “by encouraging followers 

to think more deeply about the obstacles confronting them in jobs, transformational 

leaders are able to help followers develop a better understanding of what needs to be 

done to be successful, resulting in reduced withdrawal behaviors” (p. 517). Because these 

principals are involved in the school and play an active role in students’ education and 

teachers’ delivery of instruction, celebrating the accomplishments of students and 

teachers, providing support, and implementing an effective way to promote community, 

teacher sense of self-efficacy is positively affected (Chin, 2007). Bandura (1997) explains 
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that self-efficacy is perceived and operates as a high-order determinant with broad impact 

on attitudinal, affective, motivational, and behavioral aspects of functioning. This belief 

has a great impact on the roles that teachers play in the classroom throughout the school 

year. The individual capabilities of teachers are important, but as previously mentioned in 

regards to satisfaction in the workplace, teachers must also place an emphasis in 

collaborating with different stakeholders on campus in order to feel as though they are an 

important part of campus.  

Principals need to understand that teachers will inevitably consider and reflect on 

their own practice in their classrooms and gauge their effectiveness. This reflection will 

take place whether the educators feel they have done a great or poor job. According to 

Caprara et. al. (2003a), “the belief that one is able to master specific tasks enables people 

to perceive difficulties as challenges” and also plays a large part in helping one “focus on 

problems and make the best use of one’s capacities and the available resources” (p. 821). 

With this understanding in mind, principals can accurately point to what issues teachers 

seem to be having in the classroom. By working alongside them, administrators can turn 

a difficulty into a challenge.  

More specifically, principals can turn a difficulty that a struggling teacher may 

have and present it as a challenge with modifications. When the teacher is able to meet 

these challenges, his or her own self-efficacy will increase. This practice can greatly 

improve the practice of teachers in the classroom, but it must be done effectively. If 

teachers are not being supported in their role, their commitment levels will decrease, thus 

hurting the academic achievement of students in the classroom and negatively impacting 

the health of the overall organization. In a research study done by Joffres & Haughey 
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(2001), the findings suggested that when teachers began to experience low feelings of 

community and efficacy and felt unsuccessful, their commitment to the overall 

organization declines or shifted.  

For the administrator, this is a challenging task. While there might be dozens of 

teachers on campus in charge of a large student population numbering in the hundreds for 

the average school, the administrative team is the smallest body in the school. While the 

average school might have one principal and – depending on the number of students on 

campus – assistant principals, the task for administration in monitoring every teacher on 

campus in a challenging one. Effective administrators must know the teachers well and 

have the knowledge on the best practices of support.  

One strategy principals can use in their respective campuses is professional 

development in order to begin implementing a sense of positive self- and collective 

efficacy. Zakeri, Rahmany, & Labone, (2016) suggest that there is a need for the 

development of special programs to increase teachers’ sense of self efficacy. 

Administrators can achieve this by encouraging veteran teachers to mentor novice 

educators in the field. Managing new teachers who have entered the professional field of 

teaching is a rewarding and critical task. Administrators need to ensure that these teachers 

are being properly trained, appraised, and monitored. If left alone in what might be a 

difficult and challenging classroom, the novice teacher will soon be overwhelmed and 

ineffective.  

Teachers are dependent on administration to manage the school effectively and 

provide all the resources necessary for effective classroom instruction to take place. It is 

the role of the principal and administrative team to ensure that teachers feel comfortable 
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in the classroom environment by conducting walkthroughs and observations that teachers 

do not feel apprehensive to. Educators need to feel like they are a part of the organization 

and an essential part of the school mission and vision. If principals can achieve this 

feeling in their teaching staff, the efficacy of teachers will remain high.  

Although there are many actions the principal can take in regards to increase self-

efficacy across campus by observing theory and analyzing effective research data, there 

has been a very successful approach taken by researchers who wish to understand what 

teachers need simply by asking them. In a research study done by Kass (2013), the 

findings indicate that “the human aspect of teacher-principal relations is the decisive 

factor determining those teachers’ sense of professional self-efficacy” (p. 208) This data 

was obtained simply by gathering the perceptions of teachers when it came to their school 

principals. The findings also pointed to five different dimensions that teachers believed to 

be the most important influential factors in determining their self-efficacy: 

A. Modes of Communication: Whether the communication of the principal feels 

as though it is open and direct.  

B. Feedback from the Principal: The occurrence of positive feedback given from 

the principal to the teachers and staff of the school. Moreover, the ability of 

the principal to be visible throughout campus to teachers, students, and staff.  

C. Social Atmosphere: The sense of belonging to the school and organization. 

Much like school climate, this refers to the feeling of being a part of the 

campus and can be describe as supportive, warm, family-like, and united.  

D. Strength of the Principal: How well the principal uses his or her power for the 

betterment, empowerment, and greater good of the school. This can come in 
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the noticeable efforts of administration to the commitment of bettering the 

school.  

E. Shared Values: Referring most typically to the culture of the school and how 

well the organization is intertwined in the common beliefs and values they 

share. Also, the extent to which principals allow teachers freedom of their 

own practice in their classrooms without micromanagement (p. 215-219). 

As discussed, when teachers feel a sense of belonging they feel motivated. By the 

same token, when administration implements innovative ways to distribute leadership to 

teachers – as well as other stakeholders –, it provides them with a feeling of efficacy and 

worthiness (Prokopchuk, 2016). This implementation of diffusion of leadership can 

greatly increase the way teachers view administration, creating more narrow focus 

towards a common goal, which in most cases tend to be the mission and vision of the 

school (Prokopchuk, 2016). Unlike teacher morale, there has been no link found thus far 

that would correlate the gender-specific ratio of teacher who feel a sense of efficacy; 

however, it was found that the infamous concept of teacher burn out does indeed 

contribute to the way teacher judge their teaching and delivery of academic content in the 

classroom (Toom, 2018).  

It is also explained that efficacy does play an important role in the classroom 

since this is how a teacher self-assesses whether they are effectively delivering the 

instruction the students need. Therefore, principals need to establish guidelines and 

implement strategies for addressing and strengthening efficacy in teachers before it takes 

a toll on their motivation and morale (Toom, 2018). It is necessary for principals to 

understand the individual capabilities of teachers as educators in the classroom. Research 
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does show that there exists a relationship between the teachers’ years of experience 

(increasing self-efficacy up to mid-career, and then falling in late career), school type, 

teaching grade, and stress factors in the classroom to self-efficacy (Klassen and Chiu, 

2010). 

In a study conducted by Bradshaw, Koth, Bevans, Ialongo, & Leaf (2008) in 

which the researchers analyzed the impact of school-wise positive interventions and the 

effects it had on the organizational health of elementary schools, it was reported through 

the implications of the study that “staff who are considered minority within the school 

tend to report lower levels of organizational health which might be related to reduced job 

satisfaction, efficacy, and performance” (p. 472). Unfortunately, teachers who feel casted 

aside by their colleagues will report lower levels of efficacy than those who receive 

constant support.  When this occurs, Bradshaw et al. (2008) suggests that the best way to 

address the individual teacher who exhibits these feelings is by providing additional 

supports in order to change their perception of the surrounding environment. Ignoring the 

way teachers feel about their work through efficacy can cause them to lose control of the 

classroom routines, environment, and even lose the relationships with students.  

Often times, teachers’ sense of self-efficacy is reflected on the overall 

organizational health of schools. Researchers Hoy & Woolfolk (1993) conducted a study 

in which these two dimensions were compared and contrasted to examine and explore the 

correlation between them. In their research, they listed two specific dimensions of teacher 

efficacy: general and personal. They also defined teacher efficacy as the belief that he or 

she has the power to influence student learning (Hoy & Woolfolk, 1993). Using a teacher 

efficacy scale and distributing a survey to participating teachers, they were able to find 
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that campuses who exhibited a healthy overall climate in which the principal has positive 

relationships with stakeholders were, in turn, more “conducive to the development of 

teachers’ beliefs that they can influence student learning (personal teacher efficacy)” 

(Hoy & Woolfolk, 1993, p. 355). This idea, explained Hoy and Woolfolk (1993), has 

tremendous effect on the various areas that teacher efficacy can influence: 

1. Positive Effects on Student Learning 

2. Student Achievement 

3. Student Motivation 

4. Adoption of Innovations 

5. Ratings of Teacher’s Competence 

6. Teachers’ Classroom Management (p. 355). 

When administration and teachers work together and set a common goal, general efficacy 

can be attained and will result in a positive manner. The way teachers view their own 

practice can have lasting effects in the classroom throughout the school year. Viewing the 

different characteristics above and the weight that efficacy has on the overall 

achievement of students, it is crucial for principals and all stakeholders to be involved in 

supporting teachers and their delivery of instruction in the classroom.  

Professional Learning Communities, or more commonly known as “PLCs”, offer 

great opportunities for teachers to plan with their grade levels, or even vertically align 

their standards with other grade teams in the school. However, these PLC opportunities 

can also be used as a way to increase efficacy in individual teachers. When teachers feel 

like they can contribute effective lesson ideas within a team and are accepted, their 

efficacy is increased, both collectively and individually (Habegger, 2008). Goddard, Hoy, 
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& Hoy (2000) explained collective efficacy as a “way of conceptualizing the normative 

environment of a school and its influences on both personal and organizational behavior” 

(p. 496). Their research was centralized around understanding how the beliefs of teachers 

about the capability of the school’s faculty to effectively educate students ultimately 

constituted a norm that both influenced the actions and achievements of the school. 

(Goddard, Hoy, & Hoy, 2000).  

Collective efficacy as a means of perception was also explored by Goddard 

(2001), as the “consensus among group members regarding group capability; the more 

consensus among group members, the more collective is the perception” (p. 467). 

Teachers who see themselves as a key component of a team will consider themselves 

valuable to the organization. Taking this into context and applying it into the classroom, 

research has shown that teachers who exhibit high levels of efficacy also tend to construct 

positive learning environments in which students are happier and teachers show 

enthusiasm for their jobs. When the members of a school begin working together and 

collaborating effectively, a sense of trust and accomplishment comes attached. They are 

able to see their work being realized since everyone has a vested interest in the shared 

mission of the campus. Additionally, all are collectively working towards the vision set 

by the principal with input from different stakeholders.  

According to Klassen, Usher, & Bong (2010), “whereas successful teachers are 

likely to possess a strong sense of their own capabilities in their classrooms, successful 

schools are characterized by stakeholders who possess a collective sense in their efficacy 

to help students develop and learn” (p. 465). Due to this, is it critical for administration to 

implement interventions that benefit teachers in keeping a positive outlook in their 
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classrooms, or positive student attitudes towards learning (Mehta, Atkins, & Frazier, 

2013). In their research, Mehta et al. (2013) studied the correlation between teacher self-

efficacy and high-poverty schools. It was reported that schools with a high poverty 

population exhibit different characteristics. Therefore, administration assigned to these 

schools should have the knowledge to implement specific strategies that become 

prioritized. Failure to do so will result in low teacher morale, negative efficacy and 

school health, and a decline in teacher mental health and performance (Mehta et al., 

2013). 

On a study conducted relating transformational leadership to teacher beliefs and 

efficacy, researchers explain that not only is the concept of efficacy about the way 

teachers judge their work ethic and their abilities in the classroom, but also how they 

focus on future goals (Ross & Gray, 2006a). They also state that “individuals who feel 

that they will be successful on a given task are more likely to be so because they adopt 

challenging goals, try harder to achieve them, persist despite setbacks, and develop 

coping mechanisms for managing their emotional stress” (Ross & Gray, 2006a). Even 

though it is likely assumed that efficacy deals with the individual and self-assessment, 

collective efficacy – where the subjects are more than one teacher as opposed to singular 

– pertains to the perceptions of the teaching body as a whole when it comes to the entire 

school (Ross & Gray, 2006a). Of course, this can have an effect on the overall 

organizational health of the school.  

When teachers begin to doubt their abilities and see that their work in the 

classroom is not yielding the results he, she, or administration is looking for, negative 

thoughts towards efficacy are possibly to emerge. Ideologically, the goal for any 
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administrator would be to have strategies and practices ready to implement when signs of 

low efficacy and morale begin to show in school staff. Ross & Gray (2006a) explain that 

school administration has the responsibility and should contribute in the following 

manners when teachers’ self-worth regarding their work decreases: 

1. Principals should contribute to efficacy beliefs through persuasion, whether 

through inspirational messages or diffusion of leadership; 

2. Vicarious Experience, or in other words, allowing teachers to observe their 

colleagues in classrooms where effective instruction is taking place; and, 

3. Reducing teacher stress (p. 802).  

Although teacher efficacy might seem as a phenomenon that teachers must endure 

from the beginning to end stages, it is not the case. It is the role of an effective 

administrator to ensure that when teachers are experiencing low self-worth and morale, 

they are equipped with the knowledge and experience to help guide the educator to 

success. Teachers who view themselves worthy of accomplishing the tasks they set out to 

do – whether in the classroom or for the school as a whole – are able to adequately gauge 

their efforts individually, resulting in high morale and inevitably, efficacy.  

The importance of schools achieving high results is not a sole, important factor; 

rather, one of the main goals for any principal of school administrative team should be to 

maintain high professional attitudes within school walls. Cheng (1996) explains that 

teachers who are part of a high-professional setting have been shown to demonstrate 

higher levels of satisfaction, spirits, positive feelings, and efficacy with their work. For 

any principal, ensuring that the climate of the school reflects that of a professional setting 

may have implications on whether teachers and staff feel connected, engaged, and 
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satisfied with the performance of not only their work, but the overall organization. This 

being noted, there are elements that affect how teachers perceive themselves in the 

classroom. Lee, Dedrick, & Smith (1991), explain that communal school organization, 

leadership of the principal, and certain levels of control given to the educator within the 

school walls play a defining role in how influential teachers feel in their positions.  

Educators who see themselves as key players and role models in an organization 

that respects their beliefs, work, and views, are irreplaceable assets to not only the growth 

and nourishment of a positive, healthy school climate, but also the overall organizational 

health of the school. Goddard, Hoy, & Hoy (2004) explain that “the connection between 

collective efficacy beliefs and student outcomes depend in part on the reciprocal 

relationships among these collective efficacy beliefs, teachers’ personal sense of efficacy, 

teachers’ professional practice, and teachers’ influence over instructionally relevant 

school decisions” (p. 3). One of the major responsibilities for school principals is being 

able to recognize the efforts of teachers in the classroom and their dedication to the 

overall organization. This is key for their positive self and collective assessment, and 

professional growth as educators.  
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Concept of Trust Between Organizational Stakeholders   

 

“Health and trust are significant features of the organizational life of schools.” 

-Tarter, C. J. & Hoy, W. K. (1988) 

 

Teachers rely on administrators to ensure that school campuses are being 

managed effectively by keeping the best interest of all stakeholders – e.g. students, 

teachers, staff, community members – in mind. By the same token, administrators expect 

teachers to deliver high quality, rich, meaningful instruction. When both critical bodies of 

the organization are working diligently and meeting the standards of their respective 

responsibilities, schools experience success through positive climates, cultures, morale, 

and collective efficacy. Trust is an essential and critical part of success, but it relies on 

other variables in order to succeed. Hoy, Tarter, & Hoy (2006) explain that collective 

efficacy, academic emphasis, and having the faculty are characteristics that are tightly 

banded together and do reinforce one other as they positively affect and constrain student 

performance. When working cohesively, these variables will complement one another 

and affect positively the organizational health of the campus.  

The concept of trust between teacher and administrators is a critical aspect of the 

organization. Without trust present in the organization, there would be no clear vision 

that stakeholder would adopt form the principal resulting in confusion and, in turn, 

negatively affecting the health of the organization. According to Tarter & Hoy (1988), “it 

seems likely that health and trust in schools are closely interrelated, but both concepts are 

complex, and the empirical study of both has been neglected in schools” (p. 17). By 



 

 

 

103 

acknowledging that trust and health to hand-in-hand and being determined to achieve 

positively both factors, principals can greatly impact their schools.  

It is essential for a principal to establish and nurture trusting relationships with the 

teachers within the organization. Principals have this responsibility because they are the 

head administrator and need to be aware of the instruction taking place in classroom. The 

leaders have the power, authority and position to positively impact the climate of the 

school, but one attribute that is sometimes missing which is critical to building trusting 

leadership is the ability to provide meaningful feedback in order to improve (Kelley, 

Thornton, & Daugherty, 2005). In the study conducted by Kelley et al. (2005), 

researchers focused on the measures of leadership and its relationship to school climate. 

They were able to explore the relationships between principals and the leadership styles, 

as well as interview the teachers of the respective principals on their perception of the 

styles portrayed by their principal when it came to managing the school.  

Surprisingly, one of the main themes that surged in the findings was the 

importance of the concept of trust between teachers and administrators. “If principals are 

highly skilled, they can develop feelings of trust, open communications, collegiality, and 

promote effective feedback” (Kelley et al., 2005, p. 23). When leaders possess strong 

leaderships attributes, teachers are aware and are keen to develop trusting feelings 

towards the decisions implemented in the school.  

It is explained, however, that failure to do this can cause serious repercussions in 

the way a school might be affected. Kelley et al. (2005) explains that “if principals are 

blind to critical information about their schools, then they could make erroneous 

decisions about their schools” (p. 23). Not trusting teachers and placing their views on the 



 

 

 

104 

backburner can backfire on any administrative team. Likewise, if teachers do not develop 

a trusting relationship with the principal, they will remain closed off when it comes time 

to share their views and opinions. It is key for leaders to be aware of what is going on in 

the classroom. The principal is one and teachers are many. Although it would be ideal for 

principals to be in every classroom every day, it is illogical to think this can manifest 

without school management suffering. In order for the principal to be aware of what goes 

on in the classrooms is for teachers to share it themselves by trusting that their 

administration is willing to openly listen. “Leaders must be able to correctly envision the 

needs of their teachers, empower them to share the vision, and enable them to create an 

effective school climate” (Kelley et al., 2005, p. 17). 

Among the many responsibilities that principals have, developing a trusting 

environment which is conducive to communication and openness is critical for building 

relationships. Maintaining teachers involved in leadership-making decisions does not 

only increase their morale and efficacy, but it also instill a sense of trust in them. When 

the principal is able to communicate trust through actions, teachers are able to receive 

and internalize it. Administration is responsible for managing and controlling all internal 

operations that go on inside the organization; this is qualitative different from what goes 

on in the classroom in terms of teaching (Hoy, 1990).  

Because principals need all the support they can get from all stakeholders 

associated to the school, they must find different and creative ways to develop, 

encourage, and foster loyalty and trust, continue to motivate teachers, and coordinate the 

work being done on campus (Hoy, 1990). Any administrator will experience that once a 

trusting relationship has been formed with a member of the teaching staff, new 
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opportunities for the teacher will emerge in the decision-making process of the 

administrative body.  

Also, principals will be better informed of the instruction students are receiving in 

the classroom because the teacher is aware of the support the administration is providing 

to ensure success. This principal-teacher exchange is explained by Terek, Gulšac, 

Nikolic, Tasic, & Gilgorovic (2015) in their study on the impact that leadership has 

communication satisfaction amongst teachers. They address that when “employees have a 

high quality of teacher-member exchange, there are also higher levels of job satisfaction, 

as well as mutual trust, more support, more consideration, and more effective 

communication” (Terek et al., 2015, p. 80). As previously mentioned, when there is an 

open relationship between teacher and administration and a bond of trust has been 

fostered and nurtured, critical aspects of the school will run effectively.  

In further research, Toytok & Kapusuzoglu (2015) sought to explore and identify 

whether ethical relationship behaviors of school leaders influence the overall 

organizational culture based on a teacher’s point of view. The findings of this study 

concluded that the sub-dimension which teachers found to have the most impact on the 

culture of the organization was cooperation, support, and trust (Toytok et al., 2015). 

When teachers are made aware that they have open, unrestricted access to communicate 

with the administrative team – more importantly, the principal –, they will exhibit higher 

levels of communication and cooperation (Toytok et al., 2015). This, in turn, also 

increases the levels of confidence that teachers place in the principal by supporting the 

decisions being made that will affect the entirety of the organization (Toytok et al., 

2015). 
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Not only is trust between teachers and administration crucial to the success of the 

school, but also with all stakeholders that are associated with the campus. It is the 

responsibility of the principal to ensure that communication lines are open and that the 

willingness of the school to listen to concerns is portrayed. According to the National 

Institute of Justice Report, “a positive and communal school climate emphasizes trusting 

and supportive relationships among all members of the school community” (Payne, 2018, 

p. 2). When trust has been established not only within the school body – e.g. principals, 

teachers, staff – but also throughout the community, all stakeholders are willing to 

support the decisions that principals make. Moreover, the school is then able to create a 

common set of goals, collaborative practices, and more involvement from the community 

itself in school functions (Payne, 2018). 

Fostering unique and healthy relationships at the school level is essential. 

Teachers and administrators need to develop trusting relationships in order to serve 

students and deliver academic instruction. At times, the relationship between teachers and 

administration can be strained due to factors inside the classroom. For teachers, 

delivering academic content to students is expected; however, students may not always 

be open to learning and may also reject the teacher’s efforts. If there is no relationship 

based on trust between the administrative body of the school and sole teachers in the 

classroom, the critical student-teacher relationships bond may also suffer.  

This factor of trusting relationships plays a bigger role than students in the class 

not wanting to listen and teachers who feel neglected by administration because they are 

not trusted. In his study on the characteristics of a positive school climate, Cohen (2013) 

began exploring the dimensions of what constitutes the emergence of a healthy 
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organizational climate and found that one essential component of it was trust and 

relationships. It is reported that students need to create “Interpersonal relationships” with 

adults at the school in order to establish a social support group. Cohen explains that this 

social support consists of “collaborative and trusting relationships among adults and adult 

support for students in terms of high expectations for success, willingness to listen and 

personal concern” (Cohen, 2013, p. 416). 

When administration trusts teachers to gain the trust of their students, all 

relationships flourish. Teachers need to feel that the principal trusts and supports them 

with their responsibilities in the classroom. Students as well need to be aware that 

teachers and any adult is always available in the school for emotional support. These 

conversations will emerge only if the concept of trust is present between adult and 

student. The overall organizational health of the institution will benefit from all parties of 

the school being open to communicate with one another and sharing relationships that are 

conducive to a positive school climate.  

Fortunately, principals are aware of the negative effects of lacking trust in 

schools, and they arguably do their best to avoid them. The concept of trust between all 

parties associated with the school is tested when the campus comes at the crossroads of 

change. Principals have to wrestle with the concept of the ever-changing organization 

around them. A school can experience change in many ways, but this change can be 

observed either by the principal’s actions or by the shifting community that surrounds the 

campus. When change is inevitable and must take place in order for the school to 

succeed, it is crucial for the principal to have all the support he or she can gather.  
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According to a qualitative study conducted by Hoşgörür (2016) which aimed to 

collect the personal opinions of principals regarding change in their schools, it is 

explained that “resistance to change can be caused by many factors including ambiguity, 

lack of communication, habits and lack of trust” (Hoşgörür, 2016, p. 2043). Principals 

face a tough challenge when trust has not been earned by every stakeholder that shares 

input on the school and change is looming. According to principals who shared this 

sentiment in Hoşgörür’s research, they had to resort to different types of persuasion and 

being convinced to go through the process and deal with the resistance to change in the 

organization (Hoşgörür, 2016). When it came time to implement changes that some 

stakeholders in the school were not going to support because confidence and trust 

between then and the administrative body had not been established, these principals used 

their leadership skills, communication, and persuasion in order to seek the confidence 

they required to advance with their vision for organizational change (Hoşgörür, 2016). 

Earning and being able to maintain trust is a reputable skill that all principals 

should possess. Their knowledge of school leadership and their intuition when managing 

staff should allow them to practice and perfect this important skill. It is their 

responsibility to ensure that all aspects of the school are working effectively and by 

gaining the trust of the organizational stakeholders, the principal is able to do much more 

towards the mission and vision implemented. According to the U.S. Department of 

Education (2010), it is explained that “trust is a core component of a strong professional 

climate and healthy administrator-teacher relationships, both of which, in turn, affect job 

satisfaction and teacher effectiveness” (p. 8). Not only is trust an attribute that affects the 
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organization by itself, but rather also has an effect on different characteristics of 

organizational health.  

In this case, it is explained that the trusting relationships teachers and 

administrators build are correlated to morale, self and collective efficacy, and job 

satisfaction. Moreover, “studies on academic leadership and school climate show that 

trusting, supportive environments promote better job performance, ease the pain of 

change and encourage more effective collaboration” (U.S. Department of Education, 

2010, p. 8).  

Developing a sense of trustworthiness among all stakeholders of the organization 

is vital for the success of the school. The principal must act diligently and professionally 

when responding to situations that arise on campus, being careful not to jeopardize the 

trust of the staff. Gaining trust from all stakeholders is difficult to obtain and crucial to 

maintain; however, it is much easier to lose and an arduous task to regain completely. A 

simple mistake that principals often make is taking decisions without consulting those 

that it affects, resulting in backlash and a breach of confidence. Often times, principals 

also respond to many problems without background or previous knowledge, unaware of 

the behavioral patterns of the situation (Busch, Johnson, Robles-Peña, & Slate, 2009). In 

turn, this “unintentionally exhibits behaviors that influence already sensitive situations or 

create unnecessary concern for faculty and staff that contribute to suspicion and mistrust” 

(Busch et al., 2009, p. 4). 
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Organizational Health & School Climate in Public Schools 

 

 “The health of an organization provides the context for strategy, finance, 

marketing, technology, and everything else that happens within it, which is why it is the 

single greatest factor determining an organization’s success. More than talent. More 

than knowledge. More than innovation.” 

                   -Lencioni, P. (2012) The Advantage  

 

When principals and head administrators focus on the planned change of schools 

in order to target improvement, they will inevitable affect the overall organizational 

health of the institution (Miles, 1969). Miles (1969) described organizational health in 

schools as the “system’s ability not only to function effectively, but to develop and grow 

into a more fully-functioning system” (p.12).  Miles (1969) and Fairman & McLean 

(2003) put forth the dimensions that any healthy organization exhibits: Goal Focus, 

Communication Adequacy, Optimal Power Equalization, Resource Utilization, 

Cohesiveness, Morale, Innovativeness, Autonomy, Adaptation, and Problem-Solving 

Adequacy. In order to achieve a healthy level in any school organization, principals are 

expected to fulfill various types of roles and ensure that all aspects, dimensions and 

characteristics of the campus are working effectively and properly.  

Schools depend on the innovations of their leader and his or her ability to 

implement goals and change in the organization. Hoy & Feldman (1987) point out that 

“healthy schools should have principals who are more resourceful, confident, secure, and 

change-oriented than those found in less healthy schools” (p. 36). More so, it is argued by 
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researchers that the faculty and staff of a school with positive health should exhibit 

positive traits of dedication, innovativeness, and loyalty, leading to the improvement of 

instruction and organizational climate.  

Teachers at schools that show a positive organizational health structure benefit in 

every aspect of the job: from improving classroom instruction to cohesiveness when it 

comes to working with their colleagues. As the organizational health of the school 

improves, all stakeholders feel a greater sense of belonging and are more encouraged to 

work towards the mission and vision the principal has set out. One of the major 

responsibilities of principals is to create – using the input of all stakeholders, specifically 

teachers – a mission and vision that the school will follow and work towards.  

In respects to organizational health, an attainable mission is crucial for the 

school’s success. In a research study comparing the organizational health of campuses 

and its implemented vision, it was found that there are an important and significant 

relationships between “teacher’s perception of organizational health of their campus and 

their own perception of a robust school vision” (Korkmaz, 2006, p. 29). Principals who 

expect to have a robust organization need to emphasize and stress the importance of 

working towards common goals that involve stakeholders.  

In this case, when the vision is supported by the educators of the school the 

organization’s health will improve. Hayat, Kohoulat, Kojuri, & Faraji (2015) also explain 

that there is a “high and positive correlation between schools’ organizational health and 

teachers’ organizational commitment” (p. 1). Hoy and Feldman (1987) also agree that 

“healthy climates can be facilitated by enlightened and secure administrators who are 

willing to systematically evaluate the state of health of their schools” (p. 36). This can be 
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done in a variety of ways: from using Organizational Health Index Surveys to 

encouraging and speaking to teachers and staff about their roles and responsibilities in the 

campus.  

When the health of school organization is in good shape, it is an indicator for the 

success of its climate. According to Smith, Connolly, & Pryseski (2014) “the term 

‘school climate’ has been around for more than a hundred years to explore the idea of 

school environment or contextual factors that might have an impact on student learning 

and academic success” (p. 1). Lindelow, J., Mazzarella, J. A., Scott, J. J., Ellis, T. I., & 

Smith, S. C. (1989) explain that although school climate encompasses many simultaneous 

working variables, climate can be understood simply by taking the time to “ask any 

student, teacher, or administrator; indeed, ask anyone who has spent even a short amount 

of time in different schools: each has its own distinct ‘feel’ or ‘personality’ that can be 

recognized soon after entering its doors” (p. 3). Further definitions have been given by 

Cohen (2012) and Cohen, Fege, & Pickeral (2009a), describing school climate as the 

overall quality and characters of school life whose following characteristics are essential 

to its existence: 

A. People’s experiences of school life reflected on norms 

B. Goals 

C. Values 

D. Interpersonal Relationships 

E. Teaching 

F. Learning 

G. Leadership Practices 
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H. Organizational Structures (p. 8). 

The phenomenon of a positive school climate has been researched, debated, and 

emphasized by reports and legislature; its importance in determining the overall health of 

a school can be characterized by reducing achievement inequities, enhancing the 

development and promoting the skills, knowledge that pave way for school success 

(National School Climate Center, 2008). When the overall climate of a school is positive, 

several characteristics within the organization will follow suit. School principals need to 

use their knowledge of school climate and organizational health in order to enhance, 

support, and ultimately benefit from them.  

When the climate of a school is improved, research has found that it can be used 

as a way to increase academic achievement, safety in the school, reduce student drop 

outs, retain effective teachers in the classroom by reducing turn-over, promote healthy 

stakeholder interaction, and improve overall student well-being (Durham, Bettencourt, & 

Connolly, 2014; Cohen, Pickeral, & McCloskey, 2009b).  The goal for any school’s 

climate is to reflect a sustainable and positive environment in which youth development 

and learning is fostered in order to later contribute to a productive and satisfying life in a 

democratic society (Cohen, 2012).  

As previously mentioned, the organizational health of a school depends on a 

positive climate. Through the practice of transformational leadership, school leaders can 

positively affect the climate of a school and therefore better the overall health of the 

organization. Research suggests that even though the principal has unique responsibilities 

in bettering the climate of the school, teachers and students also play a significant role in 

the matter. Bradshaw, Koth, Bevans, Ialongo & Leaf (2008) explain that for students, the 
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environment inside the classroom affects their perception of school more than the 

environment of the whole organization. Taking this into consideration, the principal can 

transform each individual classroom and in turn see the climate of the school improve. 

Literature suggest that this can be achieved through interventions that are specifically 

aimed at enhancing the perceptions of students (Bradshaw et al., 2008). Gonder & Hymes 

(1994) give an insight as to what characteristics an effective school with a healthy school 

climate and environment should possess: 

1. High Expectations for Students: Optimistic attitudes of success for all 

students. 

2. Student-Centeredness: Modification of curriculum so all students can meet 

their individual goals while increasing student-teacher interaction.  

3. Safe and Disciplined Schools: Safe campuses in which distractions are 

eliminated to focus on learning. 

4. Orderly Atmosphere: School enforces network of fair rules and predictability 

to all.  

5. Focused Mission: Staff members have a sense of focus through daily 

activities. 

6. Coherent Plan: Teachers and administrators work together in order to raise 

student achievement. 

7. Teacher Efficacy: Teachers are given the proper resources and training which 

provides them with confidence to overcome obstacles in student learning.  

8. Frequent Monitoring Progress: An effective system that is able to identify 

students who need extra intervention.  
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9. Rewards and Incentives for Teachers and Students: Focuses on positive 

attention and establishes momentum for the success of educators in the school.  

10. Positive Physical Environment: School building is well-kept and maintained; 

student effort and work is displayed throughout the hallways in order to show 

appreciation and importance for student learning.  

11. Low Sense of Futility: The feeling of success is shared by students and good 

grades are the end result of determination and effort, not luck.  

12.  Community Support: Culture that expects high student achievement, while at 

the same time providing support for its students (p. 7). 

These characteristics are those that help define and illustrate the relationship 

between a positive climate and culture regarding the school’s ability to do everything in 

its power in order to see students succeed (Gonder & Hymes, 1994). 

In order to properly gauge the health of the overall organization, there are 

instruments that have been developed and have proved to be extremely efficient when 

providing an accurate understanding of its measured variables. One such example of an 

instrument that has been proved to be both valid and reliable is that of the Organizational 

Health Index developed by Marvin Fairman and Associates.  

Using research developed by Miles (1969), Fairman and Associates were able to 

use the developed theoretical framework and quantify its dimensions into an 

Organizational Health Index. According to Fairman and McLean (2003), Organizational 

Heath is defined as “an organization’s ability to function effectively, to cope adequately, 

to change appropriately, and to grow from within” (p. 94). Furthermore, the 

Organizational Health Index survey measures 10 different dimensions that are part of the 
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growth and sustainability of an organization – in this case, public schools in Texas. 

Fairman and McLean (2003) believe that by attaining the different dimensions, the health 

of an Organization can not only improve, but also remain at a constant, positive level.  

The 10 Dimensions of the Organizational Health Index and their definitions are 

listed as follows: 

1. Goal Focus – the ability of persons, groups, or organizations to have clarity, 

acceptance, support, and advocacy of school-wide goals and objectives.  

2. Communication Adequacy – that state when information is relatively 

distortion free and travels both vertically and horizontally across the 

boundaries or an organization.  

3. Optimal Power Equalization – the ability to maintain a relatively equitable 

distribution of influence between the leader and members of his/her work unit.  

4. Resource Utilization – the ability to coordinate and maintain inputs, 

particularly personnel, effectively with a minimal sense of strain.  

5. Cohesiveness – the state when persons or groups have a clear sense of 

identity, are attracted to memberships, want to stay, and are willing to 

influence and to be influenced. 

6. Morale – that state in which a person, group, or organization have feelings of 

security, satisfaction, well-being, and pleasure.  

7. Innovativeness – that ability to be and allow others to be inventive, diverse, 

creative, and risk-taking.  

8. Autonomy – that state in which a person, group, or organization have the 

freedom to fulfill their roles and responsibilities.  
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9. Adaptation – that ability to tolerate stress and maintain stability while 

changing to meet the unique needs of their stakeholders.  

10. Problem-Solving Adequacy – an organization’s ability to perceive problems 

and to solve them with minimal energy. Problems get solved, stay solved and 

the problem-solving procedures and strengthened (p. 94-95). 

Furthermore, the Organizational Health Index survey also indicated Six 

Leadership beliefs that are essential for leaders to inhibit in order to contribute to the 

positive climate or their respective campuses.  

The Six Leadership Beliefs and their definitions are listed as follows: 

1. Finding True North – Mission and Goals provide purpose an ‘True North’ 

direction.  

2. Choosing to Be Great – Choices not circumstances control outcomes.  

3. Being Trustworthy, Trusting Others – Trust empowers others.  

4. Becoming Wholly Interdependent – The whole is greater than the sum of the 

parts.  

5. Taking Ownerships – Effective relationships require mutual benefit.  

6. Building Capacity – Quality production requires continual development of 

human resources and the alignment of associated support systems (p. 20-21). 

There is an abundant amount of research that shows the effects of a school’s culture and 

climate on the overall Organizational Health of the campus. Researchers have determined 

that although many schools will be successful in their own, independent ways, they all 

will share the commonality of a positive school climate and a thriving campus culture. 
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Understanding the instruments that are used by researchers to analyze the 

organizational health of a school, it is important to know beforehand what are some of the 

traits that may affect both a healthy and unhealthy campus. According to Hoy & Feldman 

(1987), the following are the characteristics of healthy and unhealthy schools in respects 

to organizational health: 

 

Healthy Schools Unhealthy Schools 

 

1. Protected from unreasonable 

community and parental pressure. 

2. Board successfully resists all narrow 

effort of vested interest groups to 

influence policy (high institutional 

integrity). 

3. Principal is a dynamic leader who 

integrated task and relationship 

oriented leader behavior. 

4. Principal is supportive of teachers, and 

yet provides high standards for 

performance.  

5. Principal has influence with superiors, 

which is demonstrated by the ability to 

achieve what is needed for the school. 

 

1. Vulnerable to destructive outside 

forces.  

2. Teachers and administrators are 

bombarded by unreasonable parental 

demands, and the school gives in to 

the whims and demands of the 

public (low institutional integrity). 

3. Principal is ineffective.  

4. Principal provides little or no 

direction or structure.  

5. Principal exhibits little or no 

encouragement and support for 

teachers.  

6. Principal does not have influence 

with superiors.  
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6. Teachers are committed to both 

teaching and learning. 

7. Teachers set high but achievable goals 

for students, maintaining high standards 

of performance and promote a serious 

working environment.  

8. Students work hard in their work and 

strive to achieve their academic goals 

due to the high level of mutual respect 

they have for one another.  

9. Classroom supplies and instructional 

materials are readily available to all 

teachers and staff. 

10. Teachers trust each other, are 

enthusiastic about their work, and 

positively identify with the school.  

7. Teachers do not feel good about 

their colleagues and jobs.  

8. Teachers act suspicious about 

administration and defensive about 

their practice, leading to low morale.  

9. Instructional materials and supplies 

are not available when needed.  

10. There is little expectation for 

academic excellence. Neither 

students nor students take academic 

like seriously; in fact, those students 

who are academically-oriented are 

ridiculed by their peers and viewed 

by their teachers as threats (p. 34). 

 

With this in mind, principals need to ensure that the overall organizational health 

of the school does not suffer due to their practice. It is interesting to note that although 

there are various stakeholders within the school organization, many of the determinants 

of organizational health fall solely on the responsibilities, duties, and leadership style of 

the principal. An effective principal at the campus level is responsible for the overall 

climate and culture of the school (both factors of organizational health), and these 
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influence the way that stakeholders such as teachers and students function in their roles 

within the campus.  

Principals are responsible for the outcomes of the school, both academically and 

socially. When observing the factors that affect organizational health, school 

administrators should possess an understanding of what can influence their schools both 

positively and negatively. According to Tarter & Hoy (1988), there are four basic 

problems that principals and schools must solve if they are to experience a positive 

culture and climate in their schools: 

1. The problem of acquiring sufficient resources and accommodating these 

resources to their environment; 

2. The problem of setting and achieving goals; 

3. The problem of maintaining internal validity; and,  

4. The problem of creating and preserving a unique value system. 

If school administrators can face these issues and find innovative ways to solve them, 

they will inevitable have a great impact on the health of the overall organization.  

School climate is used by principals and administrators as a key improvement 

strategy with the potential to “increase school connectedness, academic achievement, 

prosocial education, and high school graduation rates, while at the same time reducing 

bully-victim-bystander behavior” (Cohen, 2014, p. 1). While there may exist different 

avenues for principals to achieve a positive school climate on their campus, leaders must 

ensure that the process and efforts of attaining these goals must be done properly. Thapa 

(2013) states that if “done well, these efforts will result in even safer, more supportive, 

engaging, helpfully challenging and harmonious schools” (p. 1). Thapa (2013) also 
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explains that principals can focus on the following effective strategies that research 

shown to work: 

A. Engage all stakeholders as active participants and agents of change 

B. Focus on long-term programming, impacts, infrastructure, and support. 

C. Create school networks to share best practices and discuss challenges.  

D. Engage students at all stages of the process to build capacity and sustain 

reform efforts.  

E. Create and share tools and information with teachers, administrators, staff and 

parents.  

F. Establish a school climate policy agenda to support quality practices built on 

research (p. 1). 

Leaders who establish the mentioned goals in their campus are likely to benefit from a 

positive school climate, and in turn, an overall heathy organization. The success and well-

being of students is the primary and most important concern for all educators. Ensuring 

that students are in a safe and supportive environment in which they experience positive 

social interactions and relationships with others, are respected and feel engaged in their 

work does matter (National School Climate Center, 2008). When challenges arise within 

the organization, it is important for school administrators to continue to supply 

stakeholders with the necessary resources they will require in order to adapt to those 

complex and difficult situations (Bahramian & Saeidian, 2013). 

Determining the positive climate of an organization has been a growing interest in 

the United States and around the world. Reform efforts to improve school climate 

through data-driven school improvement strategies that promote safer and more 
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supportive K-12 schools have become more prevalent (Thapa et al., 2013). While school 

administrators may be aware of what a positive school climate looks like when it is being 

experienced by the organization, there are different ways to measure both effectively and 

correctly. Cohen et al. (2009a) explain that although the climate of a school can be 

assessed through a variety of ways – e.g. focus groups, interviews, methods of 

observation, study circles, action research, and surveys –, they emphasize that climate can 

be best evaluated using surveys that have been specifically developed and scientifically 

comprehensive in two ways: recognizing the voice of stakeholders; and assessing every 

aspect and dimension dealing with the process of teaching and learning through the 

experiences of teachers and students. What students experience in the classroom can be a 

significant implication for educational leaders in terms of its effects on the overall 

climate of the school. When students feel like they are at a safe environment surrounded 

by peers who support each other and connect themselves with the values of the school, 

their emotional and mental well-being are satisfied (Lester & Cross, 2015). Research 

shows that this, in turn, positively affects the climate of the school. Leaders in primary 

schools have implications for creating a positive school climate in their campuses, as 

research shows that “during the elementary years, social and emotional skills are related 

to positive academic, social, and mental health outcomes” (Jones, Barnes, Bailey, & 

Doolittle, 2017, p. 50). 

 A positive school climate can be attained by the efforts of all stakeholders in the 

organization. As the literature shows, there are many benefits that various characteristics 

and dimensions of any school can experience from a healthy climate. By bettering the 

climate of a school, the overall health of the organization will also show significant 
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improvement; however, it is interesting to note that the health of the organization has 

been found to be the main responsibility of a certain group within the school walls: the 

adults who consider themselves educators. Barth (2006) agrees with the concept of a 

positive school climate being the responsibility of the adults within the school walls, 

stating that “the nature of relationships among the adults within a school has a greater 

influence on the character of the school and on student accomplishment than anything 

else; if the relationship between administrators and teachers are trusting, generous, 

helpful, and cooperative, then the relationship between teachers and students, between 

students and students, and between students and parents are likely to be trusting, 

generous, helpful, and cooperative” (p. 29). It all begins with the attitudes adults form 

within the school towards policy, education, and the community of the school. These 

attitudes must remain positive and encouraging. If students are able to see this 

transparently, the notion of a positive school climate will carry throughout the school and 

into the lives of the students who rely on school and their teachers within it.   

When all stakeholders work together towards the same mission and vision that 

was created through collaborative efforts, one of the most important and crucial factors 

for any school will thrive: student achievement. Teachers, administrators, and the 

community can affect the overall climate of the school. As Cohen et al., (2009b) explains, 

“Americans are looking to schools to create quality environments where students develop 

the skills and dispositions that support their ability to work, love, and contribute to a 

vibrant and participatory democracy necessary to confront the changes and transitions 

that lie ahead” (p. 1). We need positive school climates in every school. Healthy school 

organizations are essential for students to succeed and effective educators to teach. 
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Leaders should strive for success and exhaust every option necessary for the 

improvement of every campus. Students depend on educators to educate and provide an 

excellent school environment through endless, arduous efforts.  

 

Conclusion 

 As the literature and research has shown, there are multiple characteristics, 

dimensions, and aspects that play an active role in a healthy organization. Leaders in 

public schools that focus on bettering the education for Hispanic/Latino students have 

difficult challenges ahead. Leading schools with minority students while being provided 

limited resources can pose a challenge in itself. The principal must have the abilities and 

skills necessary in order to effectively lead the school under prevalent obstacles. 

Research does show improvement in the education for Hispanic/Latino students, and 

researchers are finding new and better ways to understand the challenges that come from 

the community and into the school. Comprehending these factors can lead a school to 

success.  

The effective principal who is responsible for a positive school climate – and 

therefore witnesses the emergence of a healthy organization – must be aware of the 

various aspects literature explains must be perfected. From teacher efficacy, the role the 

principal must play in the school, and the leadership style that research shows is tightly 

connected to a positive school climate, principals at the primary and secondary level have 

responsibilities that make them true leaders. We must not wean from the literature and 

research, for they provide a plethora of information that can truly benefit any leader at 

any level. The ultimate goal is to create campuses which foster healthy relationships, 
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excellent student achievement, and great cohesiveness from the educators who make it all 

possible in the classroom. With all of the attributes effectively and collaboratively 

working presented in this chapter, the health of the overall organization will flourish. 
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CHAPTER III 

METHODOLOGY 

 

Purpose and Significance of the Study 

The purpose of this comparative study was to examine the personal experiences of 

Hispanic and/or Latino Principals and how leadership styles affect the Organizational 

Health of the primary education campus they administer. Furthermore, this study focused 

on analyzing how the overall organizational health of each campus affected student 

achievement through the perceptions of teachers. A healthy organization is one that “not 

only survives in its environment, but continues to cope adequately over the long haul, and 

continuously develops and extends its surviving and coping abilities” (Hoy 1990, p. 153). 

This study also focused on analyzing how the culture and climate of each campus 

affected student achievement through the perceptions of teachers.  

According to Hoy (1990), school climate is a “broad term” that refers to the 

perception of teachers of their general work environment (p. 151). Furthermore, Hoy 

states that both formal and informal organization, personalities of participants, and the 

leadership of the school influence the climate of each school. In essence, the climate of a 

school is not an independent factor. It is, however, wholly dependent on the success of all 

stakeholders of the school. In this study, principals were interviewed about their 

leadership practices. Teachers were also surveyed in order to identify their perceptions of 

their campus’ culture, climate, and administrative leadership styles. The responses of 

principals and teachers were gathered in order to analyze how overall student 

achievement is affected by these practices. It was important to gather the perceptions of 
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two different stakeholders in order to achieve a non-biased, more holistic view of the 

organization. However, the health of any school is not determined alone by one person 

nor one group of stakeholders; rather, it is determinant of a system of relationships that 

work together to achieve measurable goals. According to Hoy, Smith, & Sweetland 

(2003), the health of a school’s climate is imbued with positive teacher, administrator, 

and student interrelationships and all share a common approval of the way the school 

functions and their quest for academic excellence. 

The administrators in this comparative study were of Hispanic and/or Latino 

origin and the campuses they administer were specifically selected to contain a Spanish-

Speaking student population of over 90% based on student demographic data as reported 

by TEA on the Texas Accountability Performance Report during the 2018-2019 school 

year; therefore, it was significant to observe the importance of ethnic and cultural 

similarities between administrators and the student body in the campuses surveyed. 

Additionally, teacher’s perceptions on campus leadership styles – which are sometimes 

overlooked by administration’s concern for overall student achievement – offered a 

significant outlook on the causes of each campus’ Organizational Health. By analyzing 

the perceptions of teachers towards the leadership styles of their principals, a better 

understanding of culture, climate, and overall organizational health was obtained.  

 

Research Design 

In this comparative research study, the researcher used the qualitative method of 

research in order to determine the overall Organizational Health of Primary Title I 

campuses in an Urban school district. According to Creswell and Poth (2018) the 
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qualitative method of research manages to “turn the world into a series of representations, 

including field notes, interviews, conversations, photographs, recordings, and memos to 

the self” (p. 7). It is important to note that the researcher used some of the methods 

previously listed in order to carry out this research study. The schools that were a part of 

this study were selected purposefully in order to fit the criteria of the research: 

A. Population of Hispanic/Latino students greater than 90%; 

B. Hispanic/Latino administrator; 

C. Given a ‘A, ‘B’, ‘C’, or ‘D’ in their campus accountability rating according to 

the 2018-2019 Texas Accountability Performance Report; and, 

D. Considered a ‘Title I’ campus according to Local, State, and Federal 

Education Agencies 

In carrying out the research, the researcher gained an in-depth knowledge of what 

are the most common dimensions that affect the overall organizational health of a 

primary campus. Furthermore, the researcher compared the results of the survey that 

teachers have taken and determined, in accordance to the perceptions of teachers, what 

they believe the most crucial factor of organizational health their schools lack and/or are 

benefiting from. This Organizational Health Index – Elementary survey was developed 

by Hoy and Tarter (1997) and has been carried out and administered in various 

elementary campuses since its creation.   

The campuses that took part in this research study were described using the 

following criteria: 

A. Assumed name of school 

B. Student Population, with special consideration to overall demographics 
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C. Number of teachers and administrators on campus 

D. Attendance rate (for student achievement analyzation purposes) 

E. Traits of the school according to Texas Accountability Performance Reports 

(i.e. economically disadvantaged; at-risk students; ESL & Bilingual 

population) 

F. Academic Accountability Rating 

All of the necessary data that is used in this research study that describes the 

criteria listed above for each campus was gathered by analyzing the TAPR (Texas 

Academic Performance Reports) for the 2018-2019 school year. By interviewing the 

Principals, the researcher has gathered information in relation to their professional 

practices as it relates to their background and their current position in their respective 

campuses.  When all data was thoroughly analyzed from the Organizational Health Index 

– Elementary Survey developed by Hoy and Tarter (1997) for each school, it was 

displayed in the following chart in accordance to the dimensions of the instrument: 
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Table 3.1: Analyzed Dimensions based on Organizational Health Index – Elementary 

Survey  

 

 

 

 

Health Index 

Scores 

 

Institutional 

Integrity 

Score: 

 

     

 

Collegial 

Leadership 

Score: 

 

     

 

Resource 

Influence 

Score: 

 

   

 

Teacher 

Affiliation 

Score: 

 

    

 

Academic 

Emphasis 

Score: 

 

   

 

 

 

Dimensions 

Ranked: 

 

 

Standardized 

Score  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                Overall Campus Organizational Health Index  

 

  

 

 

 

   (Total) 

 

The chart was used to portray the scores for each individual school in Chapter IV. 

For each individual dimension of the Organizational Health Index – Elementary, the 

Standardized Score Average was compared to the schools in the normative data set 

provided in Hoy and Tarter (1997) by the following percentages: 

 

 

 

 

 

 

 

 



 

 

 

131 

Table 3.2: Normative Data Scores (Hoy and Tarter, 1997) 

 

If the score is 200, it is lower than 99% of the schools 

If the score is 300, it is lower than 97% of the schools 

If the score is 400, it is lower than 84% of the schools 

If the score is 500, it is average 

If the score is 600, it is higher than 84% of the schools 

If the score is 700, it is higher than 97% of the schools 

If the score is 800, it is higher than 99% of the schools 

 

After the scores were gathered from the survey administration, Hoy and Tarter (1997) 

provide the following formulas: 

1. For each Health Index dimension, the following individual formulas are used to 

determine their standard deviation: 

Institutional Integrity (II): 100(II-16.06)/2.77+500 

Collegial Leadership (CL): 100(CL-24.43)/3.81+500 

Resource Influence (RI): 100(RI-20.18)/2.48+500 

Teacher Affiliation (TA): 100(TA-26.32)2.98+500 

Academic Emphasis (AE): 100(AE-14.66)/1.59+500 

2. In order to determine the overall health of the campus combining all standard 

deviations of the dimensions of the Organizational Health Index, the following 

formula is used: 

Health Index(HI)=((SdS for II)+(SdS for CL)+(SdS for RI)+(SdS for TA)+(SdS for AE)) 

5 
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In order to gain a holistic perspective of the results of the qualitative research study, the 

researcher used the following table depicting the results of the Organizational Health 

Index – Elementary of individual campuses: 

 

Table 3.3: Summary of Organizational Health Index – Elementary Results 

 

Campus 

 

Dimensions of Organizational Health 

(II, CL, RI, TA, AE) 

 

 

Total  

 

Accountability 

Rating 

 

 

 

1.  

 

2.  

 

3.  

 

4.  

 

5.  

  

  

1.  

 

2.  

 

3.  

 

4.  

 

5.  

  

  

1.  

 

2.  

 

3.  

 

4.  

 

5.  

  

  

1.  

 

2.  

 

3.  

 

4.  

 

5.  

  

  

1.  

 

2.  

 

3.  

 

4.  

 

5.  

  

    

 

The campuses are represented in the table in accordance with their Accountability Rating 

ranging from “A – D” in descending order. As previously mentioned, campus that have 

received an “F” for their Accountability Rating for the 2018-2019 school year have not 

been included in this study. In the event that campuses share the same Accountability 

Rating, they will be sorted in no particular order. When considering the Dimensions of 
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Organizational Health as they are ranked in the table, the Dimensions are ranked from “1 

– 5”, with “1” being the most prevalent Dimension and “5” being the least.  

According to Parlar and Cansoy (2017), student learning and achievement will 

increase if the Organizational Health of the campus is positively maintained, rendering 

the campus effective. Furthermore, it is useful to examine the relationships between 

Organizational Health and personal leadership dimensions of administrators in campuses 

in order to better understand what affects their practice (Parlar & Cansoy 2017). In this 

comparative study, data was taken from both principals and teachers on the 

Organizational Health of the campus and the leadership styles of the principals. In order 

to guide this study, the researcher used the following questions:  

1. How do the leadership styles of Latino principals affect the Organizational Health 

of their campus?  

2. Which of the Five Dimensions of Organizational Health is most common in high 

performing primary schools led by Latino Principals? 

3. What are the perceptions of principals of the campuses they administer? 

 

Context and Setting 

The researcher chose a large independent school district in South East Texas as 

the primary focus of this study. The school district is home to more than 200,000 students 

and 280 schools, all which include elementary, middle, and high schools. For the 

purposes of this study, the researcher focused on gathering information from all 

elementary schools and determining which primary campuses fit the criteria for the study. 

All primary campuses were analyzed using district and state demographical and student 
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achievement data. The researcher then compiled a list of the schools that are eligible for 

inclusion in the research. 

The researcher used e-mail as the main form of communication when contacting 

the administrators of the eligible campuses. In the sent script, the researcher described the 

purpose of the study and the importance of gathering data from the specific campuses 

across the district. Once permission was given by the campus principal, the researcher 

and the administrator agreed on a set date to administer the Organizational Health Index 

Survey – Elementary provided by Hoy and Tarter (1997) to campus teachers and 

administrator. On the same day, the researcher interviewed the campus principal by 

asking the questions the researcher has developed (Refer to Appendix G).  

 

Participants 

The researcher purposefully selected the participating schools for this study 

according to the criteria previously mentioned. Out of the 28 primary campuses that were 

eligible according the requirements of the survey, 5 agreed to participate. For each 

participating campus, the number of teachers that took the survey were be recorded. 

These participants were not selected because of their race, ethnicity, or sex; rather, they 

were given the survey because they were a part of the campus that fit the requirements of 

the research study.  

The principals of the campus, however, were chosen because of their ethnic 

background. In order for the campus to be eligible for participation, one of the 

requirements is that the principal is of Hispanic/Latino ethnic origin. The principals of the 

campus were interviewed by the researcher using the questions that were developed for 
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the purposes of this study. This interview was constructed with questions that are geared 

towards determining what the leaders prioritize and their personal perception of 

leadership in their campuses and also to gain an understanding of their background. 

According to Leithwood & Jantzi (1999), the following are the characterizes that a 

transformative leader will exhibit:  

1. Building School Vision and Goals 

2. Providing Intellectual Stimulation 

3. Offering Individualized Support  

4. Symbolizing Professional Practices and Values 

5. Demonstrating High Performance Expectations 

6. Developing Structures to Foster Participation in School Decisions (p. 6). 

As the principals of each campus were interviewed, the researcher took note of 

terminology that an effective, transformational leader should exhibit. The researcher 

looked for the following key words as indicators of organizational health terms that 

determined each administrator’s involvement and/or the dedication of the campus 

principal in the above-mentioned areas: 
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Table 3.4: Terms Identified by Researcher from Principal Interview  

Mission Vision Goals Oriented Support Academic/Student 

Achievement 

Visible Performance 

Expectations 

Participation Stakeholders Quality Education 

Collaborate High 

Expectations 

Adaptability Accessibility Trust 

Empower Focused on 

instruction 

Transformation Student 

Centered/Priority 

Encouragement 

Data-Driven Climate Culture Growth and 

Improvement 

Positivity 

 

It was necessary to give careful consideration to the manner in which principals 

spoke of their campuses. Although the vocabulary terms in Table 2 are considered 

positive and should be part of an effective administrator’s vocabulary, they can also have 

a negative connotation in the manner in which they are spoken. As the researcher was 

conducting the interview, some confusion in regards to the meaning of the questions 

arose when the principals responded. The researcher then repeated the questions and the 

principal was asked to clarify his or her statement. At no point during the entirety of the 

meeting did researcher disclose information regarding what the key words included in the 

study were.  

Additionally, it was important to acknowledge that although the exact words in 

the table provided above might not have been spoken, principals used sentences or words 

which address the selected vocabulary that are considered synonyms to the selected terms 

of transformational leadership. For example, when principal described a “positive 

climate” by using synonyms such as “warm”, “inviting”, etc., the researcher provided the 

entire sentence of the transcript in order to ensure reliability and validity of the statement. 

In some cases, statements of the administrators spoke fit the criteria for more than one 
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vocabulary term. When this was the case, the researcher included the statement under 

both terms. In order to correctly gauge how often each administrator used the listed 

terms, the following ranges were used to determine their frequency while the researcher 

conducted the interview: 

 

Table 3.5: Frequency Range of Administrator Term Usage  

Term Range Frequency Description  

1 – 4 Terms Very Low 

6 – 10 Terms Moderate Low 

11 – 15 Terms Average 

16 – 20 Terms Moderately High 

21 – 25 Terms Very High 

 

After conducting principal interviews and completing the administration of the 

Organizational Health Index – Elementary survey given to teachers from each primary 

campus, the researcher had all of the data necessary to gauge the organizational health of 

the respective schools. 

 

Instrumentation 

The theoretical framework of this research was based on Hoy and Tarter (1997) 

Organizational Health Index – Elementary survey. The instrument was used to determine 

the health of the overall organization and is comprised of five different dimensions. 

These dimensions offer a detailed look at what may be affecting the organizational health 
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of these primary campuses. According to Hoy & Tarter (1997), the following are the 

dimension which encompass organizational health for primary campuses: 

 

A. Institutional Integrity: Describes a school that has integrity in its educational 

program. The school is not vulnerable to narrow, vested interests of 

community groups; indeed, teachers are protected from unreasonable 

community and parental demands. The school is able to cope successfully 

with outside forces.  

B. Collegial Leadership: Refers to behavior by the principal that is friendly, 

supportive, open, and guided by norms of equality. At the same time, 

however, the principal sets the tone for high performance by letting people 

know what is expected of them. 

C. Resource Influence: Describes the principal’s ability to affect the action of 

superiors to the benefit of teachers. Teachers are given adequate classroom 

supplies, and extra instructional materials and supplies are easily obtained.  

D. Teacher Affiliation: refers to a sense of friendliness and strong affiliation 

with the school. Teachers feel good about each other and, at the same time, 

have a sense of accomplishment from their jobs. They are committed to both 

their students and their colleagues. They find ways to accommodate to the 

routine, accomplishing their jobs with enthusiasm.  

E. Academic Emphasis: Refers to the school’s press of achievement. The 

expectation of high achievement is met by students who work hard, are 

cooperative seek extra work, and respect other students who get good grades.  
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In order to gather as much participation as possible, the survey was suggested to be 

administered in faculty meetings where all or most teaching staff is present. There was 

consideration for staff members who are absent that day and the numbers were adjusted 

in order to represent only those who have participated by taking the survey.  

There were a total number of 37 items in the Organizational Health Index – 

Elementary survey, all of which takes less than 10 minutes to complete. All of the items 

on the instrument individually make up the five dimensions of Organizational Health 

according to Hoy & Tarter (1997). Once the survey was completed and the dimensions 

analyzed, the overall index of the school’s organizational health was determined by the 

following conversion table: 

 

 Table 3.6: Organizational Health Index – Elementary Conversion (Hoy and Tarter, 1997) 

Organizational Health Index Score Determinants of School’s Health 

Above 600 Very High 

551-600 High 

525-550 Above Average 

511-524 Slightly Above Average 

490-510 Average 

476-489 Slightly Below Average 

450-475 Below Average 

400-449 Low 

Below 400 Very Low 
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After administering the Organizational Health Index – Elementary survey to the 

teachers, the researcher then interviewed the principal on a one-on-one basis. The 

researcher asked questions based on the administrator’s perception of his or her campus, 

personal background, and leadership philosophy (Refer to Appendix G). Furthermore, the 

questions designed by the researcher reflected the original questions that are guiding this 

study. The interview was set to last no longer than 30-45 minutes, in which all questions 

and answers were recorded verbatim.  

There is an abundant amount of research that shows the effects of a school’s 

culture and climate on the overall Organizational Health of the campus. Researchers have 

determined that although many schools will be successful in their own, independent 

ways, they all will share the commonality of a positive school climate and a thriving 

campus culture. 

 

Reliability and Validity 

The survey used in this comparative research study has proven to be valid 

according to the literature review and the credibility of the researchers who created it. 

The researcher focused on researching literature that dealt with the topic of the survey, 

further increasing the necessity of the instrument in this particular research.  

 The Institutional Review Board at the sponsoring university reviewed the contents 

of the survey in accordance to the topic being researched and came to a uniform approval 

decision on whether the instrument chosen by the researcher was the best for the study. 

Hoy and Tarter (1997) developed this survey in order to determine the organizational 

health of primary campuses, after previously having created a such survey for secondary 
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schools. After finding success in the administration and it being proved reliable in the 

secondary campuses, the researchers moved forward to include the primary levels. 

Furthermore, According to Hoy & Tarter (1997) after having administered the 

Organizational Health Index – Elementary survey used in this study to multiple schools, 

the following reliability report was gathered from administration results based on the 

dimensions explored: 

A. Institutional Integrity: .90 

B. Collegial Leadership: .95 

C. Resource Influence: .89 

D. Teacher Affiliation: .94 

E. Academic Emphasis: .87 

The researcher ensured that the instrument used in this study was valid by also consulting 

his committee.  

 

Data Collection 

Campuses which fit the required research criteria provided the necessary data for 

this comparative, qualitative research study. Before seeking approval by the school 

district in which this study took place, the researcher submitted a request to the 

Institutional Review Board (IRB) at the sponsoring university. While approval was 

pending from the IRB, the researcher gathered data on the campuses that fit the research 

criteria of this research study.  

Once approval was given by the IRB of the sponsoring university, the researcher 

reached out to all of the eligible campuses which have previously been selected based on 
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the scope of the research. Out of those campuses, the researcher chose only a selected 

number that better fit the criteria of the study and have agreed to participate. Data was 

collected in the following ways: (a) administration of the Organizational Health Index – 

Elementary survey provided by Hoy & Tarter (1997) to the campus teachers; and (b) 

interviewing principals based on the research questions that the researcher has 

constructed for the purposes of this research.  

The names of the campuses that are taking part in this survey have been removed 

and replaced with numbers in accordance with district and school agreements. 

Furthermore, any inclination in the answers given by principals in the interviews that may 

suggest the name of their campuses were be omitted. The names of teachers have never 

been recorded during the administration of the survey, making it impossible for the 

researcher to determine who the responses of the Organizational Health Index – 

Elementary survey provided by Hoy and Tarter (1997) exactly belonged to. Furthermore, 

the names of the principals who took place in the interviews were concealed for privacy 

measures. The responses to the questions that are gathered from each principal, however, 

was recorded verbatim after approval was given from each campus administrator.  

After all data was collected from the Organizational Heath Index – Elementary 

survey, it was analyzed and recorded in the charts previously presented in this chapter. 

Furthermore, the principal interviews were recorded and the key words and phrases 

placed under the corresponding key terms. The researcher noted the key words in each of 

the principal interviews and compared them in order to explore any similarities that 

administrators may have in common. When the need arose to conduct a second follow-up 

interview with the principal in order to clarify statements or answer questions that might 
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have otherwise left pending thoughts, the researcher and school administrator coordinated 

accordingly.   

 

Researcher Bias 

Because the research observed the characteristics of a school with a significance 

percentage of Hispanic/Latino students, the researcher was cognizant not to interpret the 

results based on his own ethnic background. When analyzing the Organizational Health 

Index – Elementary survey provided by Hoy & Tarter (1997), the researcher was focused 

on gathering the data that reflected the overall organizational health of the campus. 

Because research bias can occur at any moment during the research and gathering data 

process, the researcher avoided placing his own beliefs in interpreting the data gathered 

from the surveys.  

In order to adequately preserve the integrity and validity of the research study 

when conducting interviews with school administrators, the researcher considered not 

deviating from the interview questions during the 30 to 45-minute meeting. The purpose 

of this was be to avoid any situations in which the school administrator may answer a 

question in a manner that does not reflect the school based on any outside topic which 

may have been brought in during the questioning process.  

 The researcher was of Hispanic/Latino origin, and therefore understands that 

personal feelings might affect the way data is gathered from the school by the 

relationships he makes while on campus. In order to avoid this, all unnecessary 

conversations were kept at a minimum while administering the Organizational Health 

Index – Elementary to teachers, as well as the interview questions for the school 
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administrator. Furthermore, because these campuses have a large percentage of 

Hispanic/Latino students and therefore the possibility of a representative staff in terms of 

ethnicity and demographics, the researcher understands that the participants taking the 

survey might answer in a manner that is more favorable to the researcher simply because 

they share an ethnic background.  

 

Data Analysis 

This section focuses on the analysis of the data the researcher used to determine 

the organizational health of the primary campuses. After the teachers completed the 

surveys, the researcher separated each question of the instrument based on the 

dimensions that Hoy and Tarter (1997) suggested. Below are the dimensions of the 

survey, with each question from the instrument as its subcomponent: 

A. Institutional Integrity (II) 

1. The school is vulnerable to outside pressures. 

2. The community demands are accepted even when they are not consistent 

with the educational program. 

3. Teachers feel pressure from the community. 

4. Select citizen groups are influential with the board. 

5. The school is open to whims of the public. 

6. A few vocal parents can change school policy. 

B. Collegial Leadership (CL) 

1. The principal explores all sides of topics and admits that other opinions exist. 

2. The principal discusses classroom issues with teachers. 
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3. The principal accepts questions without appearing to snub or quash the 

teacher. 

4. The principal treats all faculty members as his or her equal.  

5. The principal goes out of his or her way to show appreciation to teachers. 

6. The principal lets faculty know what is expected of them. 

7. The principal conducts meaningful evaluations. 

8. The principal maintains definite standards of performance. 

9. The principal looks out for the personal welfare of faculty members. 

10. The principal is friendly and approachable. 

C. Resource Influence (RI) 

1. The principal gets what he or she asks for from superiors. 

2. Extra materials are available if requested. 

3. The principal is able to influence the actions of his or her superiors. 

4. Teachers are provided with adequate materials for their classrooms. 

5. Teachers receive necessary classroom supplies.  

6. The principal’s recommendations are given serious considerations by his or 

her superiors.  

7. Supplementary materials are available for classroom use.  

D. Teacher Affiliation (TA) 

1. Teachers in this school like each other.  

2. Teachers exhibit friendliness to each other.  

3. Teachers express pride in their school. 

4. Teachers identify with school. 
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5. Teachers accomplish their jobs with enthusiasm.  

6. The learning environment is orderly and serious.  

7. There is a feeling of trust and confidence among the staff. 

8. Teachers show commitment to their students. 

9. Teachers are indifferent to each other. 

E. Academic Emphasis (AE) 

1. Students neglect to complete work. 

2. Students are cooperative during classroom instruction. 

3. Students respect others who get good grades. 

4. Students seek extra work so they can get good grades. 

5. Students try hard to improve on previous work.  

Once the researcher gathered the completed surveys from teachers, the surveys were 

scored according to the set rubric provided by Hoy and Tarter (1997). The results yielded 

from the Organizational Health Index – Elementary survey painted a clear picture of the 

health of the campus. The overall scores for each campus were then compiled 

individually and the resulting number reflecting where the school is in terms of its health 

(Refer to Table 3). The scoring of these surveys was done by hand and inputted into an 

excel sheet formatted with the formulas for each question.   

When it came to the principal interview, the researcher inputted the data received 

from the conversations had into ATLAS. ti7, a computer software used to record 

qualitative data. The conversations were transcribed into Microsoft Word and recorded in 

Chapter IV. Furthermore, in order to gather any similarities in their responses, the 

researcher set a list of terms that effective leaders use when describing their practice, 
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schools, and leadership (Refer to Table 2). These terms guided the researcher into 

observing is there are any emerging or recurring patterns and themes.  

 

Summary 

The methodology for this comparative, qualitative research study was outlined in 

this chapter and included the specific theoretical framework for the research. The purpose 

and significance were explained, giving background into the study and the importance of 

understanding the organizational health of campuses, specifically those who maintain a 

large population of the same student population demographic.  

The instrumentation of the research was detailed, gathering information and the 

resources from Hoy and Tarter (1997). The Organizational Health Index – Elementary 

survey that was provided for this research was developed in order to gauge the 

dimensions of what affects the health of the overall organization in primary campuses 

(Refer to Appendix A and B). The survey was constructed in Likert-Scale manner and 

consists of 37 questions that teachers were easily able to understand and complete. 

Additionally, the researcher constructed his own questions that werer geared towards 

understanding the leadership characteristics and traits of campus administrators.   

The participants that took part in the survey were described, as well as the content 

and setting of the survey administration. Reliability and Validity were ensured based on 

multiple factors consisting of literature and research, approval from the researcher’s 

doctoral committee, and previous successful administrations of the survey in primary 

campuses. All data from the research was gathered, analyzed, interpreted, and presented 

as the findings in Chapter IV. 
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CHAPTER IV 

FINDINGS 

Introduction 

Chapter IV provides the results of this qualitative study. The analyzed data was 

gathered by the researcher in the primary campuses which fit the criteria for this study. In 

order to answer the research questions that follow, the researcher processed the data from 

the Organizational Health Index Survey – Elementary provided by Hoy and Tarter 

(1997), and the interview questions created by the researcher from the administrator 

interview. The research questions that guided this qualitative study are as follows: 

1. How do the leadership styles of Latino principals affect the Organizational Health 

of their campus?  

2. Which of the Five Dimensions of Organizational Health is most common in high 

performing primary schools led by Latino Principals? 

3. What are the perceptions of the principals of the campuses they administer? 

The survey was administered at each campus and the responses recorded by its faculty 

members. Each of the administrators at the participating campuses was interviewed by 

the researcher and their responses recorded verbatim. These transcripts were further 

analyzed for content relating to the perceptions of the principals of the campus they 

administer.   

According to Hoy & Tarter (1997), the following are the dimensions which 

encompass organizational health for primary campuses: 
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Institutional Integrity: Describes a school that has integrity in its educational 

program. The school is not vulnerable to narrow, vested interests of community groups; 

indeed, teachers are protected from unreasonable community and parental demands. The 

school is able to cope successfully with outside forces.  

Collegial Leadership: Refers to behavior by the principal that is friendly, 

supportive, open, and guided by norms of equality. At the same time, however, the 

principal sets the tone for high performance by letting people know what is expected of 

them. 

Resource Influence: Describes the principal’s ability to affect the action of 

superiors to the benefit of teachers. Teachers are given adequate classroom supplies, and 

extra instructional materials and supplies are easily obtained.  

Teacher Affiliation: refers to a sense of friendliness and strong affiliation with 

the school. Teachers feel good about each other and, at the same time, have a sense of 

accomplishment from their jobs. They are committed to both their students and their 

colleagues. They find ways to accommodate to the routine, accomplishing their jobs with 

enthusiasm.  

Academic Emphasis: Refers to the school’s press of achievement. The 

expectation of high achievement is met by students who work hard, are cooperative seek 

extra work, and respect other students who get good grades.  

 These dimensions of the Organizational Health Index – Elementary survey will be 

quantified and analyzed in this chapter for the campuses in this study.  
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Campus 1, Administrator A 

Campus Demographics and Information  

Campus 1 was located in an urban school setting in Southeast Texas as part of a 

major school district. The following information gathered from the 2018-2019 Texas 

Accountability Performance Report describes Campus 1 in terms of Student and Teacher 

Demographics, Attendance Rates, Special Populations, and Accountability Rating: 

A. Student Population, with special consideration to overall demographics: 

During the 2018-2019 school year, the total student population for Campus 1 was 581. 

The following are the ethnic distributions of the campus, from descending from the 

largest group: 

Hispanic.…………………………………………………………………………96.0% 

African American.………………………………………………………………..2.6% 

Asian.……………………………………………………………………………..0.2% 

B. Number of teachers and administrators on campus: 

There were a total of 42.8 staff members which includes faculty and staff. As for campus 

administrators, there was 1 listed.  

C. Attendance rate (for student achievement analyzation purposes): 

The attendance rate reported in the 2018-2019 TAPR report, which shows the latest 

available rate available for the campus during the 2017-2018 school year was 97.9%.  

D. Traits of the school according to Texas Accountability Performance Reports 

(i.e. economically disadvantaged; at-risk students; ESL & Bilingual 

population): 
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Out of the 581 students enrolled during the 2018-2019 school year, 578 (99.5%) were 

considered economically disadvantaged. A total number of 448 (77.1%) were considered 

having one or more “at-risk” labels. Lastly, the school was home to 264 (45.4%) English 

Language Learners with 250 (43%) of those students being in the Bilingual education 

program.  

E. Academic Accountability Rating: 

The Accountability Rating for the 2018-2019 school year for Campus 1 was an ‘A’, 

along with the following distinctions: 

 Academic Achievements in ELA/Reading 

 Academic Achievements in Mathematics 

 Academic Achievements in Science 

 Top 25 Percent: Comparative Academic Growth  

 Top 25 Percent: Comparative Closing the Gaps 

 Postsecondary Readiness 
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Organizational Health Index – Elementary Results  

After quantifying the individual teacher surveys following its administration, the 

following are the results of the Organizational Health Index – Elementary– Elementary 

provided by Hoy and tarter (1997) of Campus 1. The Overall Campus Organizational 

Health Index result of 612.94 suggest that Campus 1 is a campus which exhibits a Very 

High level of school health according to the Determinants of School’s Health (Hoy and 

Tarter, 1997). 

 

Table 4.1: Analyzed Dimensions based on Organizational Health Index – Elementary 

Survey of Campus 1 

 

 

 

Health Index 

Scores 

 

Institutional 

Integrity 

Score: 

 

502.35 

 

 

Collegial 

Leadership 

Score: 

 

792.19 

 

 

Resource 

Influence 

Score: 

 

560.79 

 

 

Teacher 

Affiliation 

Score: 

 

695.85 

 

 

Academic 

Emphasis 

Score: 

 

513.52 

 

 

 

 

Dimensions 

Ranked: 

1. CL 

2. TA 

3. RI 

4. AE 

5. II 

 

 

 

Standardized 

Score  

 

 

 

Average 

 

Higher 

than 97% 

of the 

schools 

 

 

 

Average 

 

Higher 

than 84% 

of the 

schools 

 

 

 

 

Average 

 

 

 

Overall Campus Organizational Health Index  

 

 

 

612.94 
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Principal Interview Transcript  

The researcher met with ‘Administrator A’ in order to conduct the qualitative survey 

that follows. Below is the transcript from the interview of the words and quotes spoken 

by ‘Administrator A’ and highlighted by the researcher: 

 

1. Please begin by providing a background of your upbringing. 

I am from Belize in Central America. I grew up with my mom and my dad, but it was 

an abusive relationship that my parents had. At the age of 14 my parents divorced and 

separated. My mom came to the United States when I was that age so she could rescue 

the house because my dad was an alcoholic. She came here and worked, and then 

eventually she came looking for us in Belize. She decided that it was time for us to move 

with her back to the States. She brought us to live here and I was around 14. It was 1999 

when we came here. Right after that I was enrolled at Bellaire High School and I started 

there. I was supposed to be in 11th grade, but because of the transition from Belize to 

here they made me start 9th grade all over again. I was lucky to be in a school to start 

with.  

Since I was in 9th grade, I decided to be an educator and I knew I wanted to be 

teacher, and to be honest I don’t know if I mentioned it and but I was not a successful 

student. They used to pass me by my age because there was no more room in the 

classroom, in Belize they would do that. I never really knew that I was a good student 

because the teachers always talked to me like I was dumb. They would put me in the back 

of the room and I would hear their conversations and they would say that I was lazy and 

not smart. I always had that in my mind. When I was in high school in Belize, I had a 
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teacher that wanted me to succeed. My dad gave me an ultimatum: if I didn’t pass school 

then I would be working at a sugarcane plantation. I would be cutting the sugar and 

putting it in trucks. It was hard manual labor. That teacher told me if I was serious, then 

he would help me. He taught me how to study and how to be a good note taker.  

My first semester there, I came in second in that class and it was all because I knew I 

wanted my life to be different. When I came here I knew I wanted to become a teacher 

because I felt like kids are not given a fair chance in life and the people that they want 

from the most sometime are the ones that are there for them. If you think about it, we 

spend so much time with a kid at school, and if the teacher does not believe in the child, 

then who will? I wanted to become a teacher in 9th grade, and I went to Houston 

Community College for two years to fulfill credit hours. At the University of Houston-

Downtown I got my Bachelor’s degree and then I came a teacher in the district that I am 

now.  

From there, I knew I wanted to become a teacher and so I started preaching what I 

talked about. I got involved with my kids and I never saw a label; I always saw a student. 

I would get involved with them and their families. On weekends, I would go on Saturdays 

and help with them their homework. I knew the apartments where they lived. So, I told the 

parents where to go in the complex in specific hours and if they wanted to take the kids, I 

would be there to help them. I used to do that part, and at the same time, I had a 

daughter, and was married too. So I could not make excuses for meeting the need of the 

kids. I felt like if you have so much control for your kids in school, then you have to 

create the moments with the students to make them succeed.  
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 I wanted the opportunity to become an administrator so the decisions that I made 

influenced a greater number of educators and students. When I became a Teacher 

Specialist and then an Assistant Principal, I realized that my influenced goes as far as the 

principal wanted it to go. Then I saw that I need to be the principal of the school that way 

I could make the decisions that could impact the students. I knew what type of principal I 

wanted to be before I became one. So that’s a little bit about how I came about and 

where I am today.  

 

2. Please describe your campus in terms of stakeholder demographics and academic 

achievement.  

My campus right now serves 99% Hispanics and 1% Other, so it’s a mixture of that 

one percent. We are 99% economically disadvantaged. We serve a community that is also 

a mixture of some neighborhood houses, but it is started to go more towards apartment 

families and students. We are the number 1 elementary school in the east area. We have 

received our 6th distinction for three years in a row now. When I first came in, we barely 

got 6 distinctions. We sort of scraped through in some of the areas of accountability. 

Since I have been here, we have shown increased in Domain 1 and Domain 2 in terms of 

accountability purposes. Domain 1 is achievement and Domain 2 is growth. This past 

year we have been an ‘A’ in every domain. Our overall A was a 95.  

 

3. Have you always wanted to become an educator or school principal? 

Yes – yes, I did. Like I mentioned, it was always that piece once I went to become 

what I had my plan to be then I was like “Okay, how can I create a bigger influence?” 
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Well, that meant promotion and to be honest, now that I’m a principal, I am thinking 

“What is the next step?” It is weird because my goal has always been that after every 5 

years, I have been seeking – I put my own goals, I am very goal oriented. When I became 

a teacher, I knew what I wanted to do. In 5 years, I wanted to become an administrator. 

In my 5th year they chose me for my Master’s program and my district paid for it. I told 

myself that in three years I wanted to become a principal. Everyone said I needed a lot 

before I became principal. But not necessarily, because I in those three years I wanted I 

was named principal of the campus I am now.  

 

4. Do you believe your ethnic background is an asset to you being the principal at 

this particular campus based on the demographics of the student population? 

I would say yes, but I can tell you that it was not a requirement because just the 

reason why I have seen other principals being hired in the east end that are not Hispanic 

and they’re from another race and only speak English, but they are still hired to lead the 

school that have the same demographics as this school. So yes and no, because I know 

for a fact that in this case, they are looking for certain characteristics, but I still think 

that it played a role in getting the position. They are trying to be way more diverse in 

how they’re hiring people.  

 

5. Do you consider yourself relatable to the community? How so? 

Yes, actually when I was here my mom used to work from 6am to 8pm every day, so I 

had the same situation with this school when I was teaching. Even right now I have 

parents of my students that work 2 or 3 jobs. I tell teachers that we cannot make excuses 
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and when I say that every scholar can learn, I really mean it. When I talk to parents, they 

know I am being honest. I tell them that I have been there before and that this is what you 

can do. And that is the one piece that I feel connected to them. I talk to the parents of my 

school and some of them have my cell phone number. I will check on them and ask them 

how they are doing. It becomes very relatable because of the life that I had, and it is 

related to a lot of the scholars of my campus. I tell my teachers that if you never went 

through that, then you really have to become a listener to the students in your classroom.  

Don’t be fast to say something about any of your student before listening.  

Sometimes we might see a kid in the classroom, and teachers are like “Oh, they are just 

lazy”, and they just send them out of the lass. If you take the chance to ask them “why”, it 

is a simple question. You will be surprised as to what they’ll tell you. Sometimes we need 

to pay attention more.  

 

6. Have you experienced support or dismay from the community recently? Based on 

your answer, do you think your ethnic background and/or cultural knowledge has 

helped or deterred you from solving issues that arise? 

I have not had any issues form my community it the three years that I have been here. 

I have been very lucky. My community has really been able to show trust in everything 

that I do. They really trust me a lot in what I do, so I have just been receiving a lot of 

support from them. They have been coming to my “Coffee with the Principal” and I mess 

with them, too. I approach a group of parents and say “Okay, it’s time to gossip, what do 

you know?” The idea of having the meetings is to see what the word out there is. Tell me 

what people are saying about the school outside of it, because if it is something that I can 
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clarify, then they can go back and say that “The principal said...”, not “The teacher 

said…” or “The parents said…”, and that way they can get solid clarification.  

It has been really good, and honestly I don’t know if it has to do entirely with my 

ethnicity – it would be the fact that I am Hispanic and I speak Spanish and I share their 

cultural upbringing, but at the end of the day they are from other countries. Other than 

that, I think that my conversations with parents always focuses on ensuring that the child 

has a chance and choice, and everything that I do ensures that they are prepared for 

anything. I always tell them that if they have anything that is that is not aligned to that 

message, you can come to me and I will fix it. Parents know that I that I am reliable. One 

thing is to say something, and the other is portrayed through your actions. I have to do 

things to support what I am saying. I have not given them a reason to question my 

decisions or question the path that we are going through. You can see the banners of the 

school’s distinctions, and your one job as a parent is to be an advocate for this school.  

 

7. How do you think teachers at this campus perceive you terms of being their 

leader? 

To be honest, I have not received a single teacher complaint about anything that I do. 

I always get messages from teachers letting me know how happy they are that I am their 

principal, thanking me for my leadership. They thank me for allowing them to choose 

family first. I won’t lie to you: there are some teachers that might give pushback on 

certain things and it goes with a conversation, but never in a way to where I am doing 

something that they do not like. The conversation always goes around “Is this going to be 

impactful for these students?” If you cannot tell me if it will be impactful for our 
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scholars, then we move on from that.  

 

8. Do you think students appreciate the fact that they can relate to you based on you 

shared ethnicity and race? 

Yes. And I say “yes” because I get a lot of times where students overshare things with 

me. I have conversations with them and they do overshare, and they are very respectful 

with me. They listen to me. Right now, I am working with three different groups in 5th 

grade and they understand what is that we stand for. At the same time, I think that 

anytime they have an issue I react differently, so I feel like they trust me and they can see 

that I understand whatever it is they have going on, so yeah I think they appreciate that.  

 

9. What are your Top 3 priorities and focuses for this campus within the next three 

years? Please feel free to be as open and detailed as possible.  

A.            Become a “Blue Ribbon School”, and that happens by having that constant 

           growth taking place.  

B.           I really want to be able to have a Fine Arts program that is more established, 

          meaning we just got a music teacher this year for the first time, so I want to be  

          able to develop the Fine Arts so we are recognized not only by being a 

          neighborhood school, because we are not magnet school that can recruit kids 

          for their talents. I want to be able to offer the parents everything that the kids 

          need so I can offer their parents everything in one school. I want to offer 

          everything here. 

C.           I want to be able to have strong early childhood foundation here so we can  
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become a pipeline for students to come at whatever level and still be able t 

   close the gaps. I want this school to get to the point that it can run itself 

   without having to chase the gaps all the time. That’s something I talk to my 

   teachers about all the time. At the end of the day, different leaders are going 

   to come and go, but the teachers are the machine and the ones that keep 

   things moving. We need to really invest in our teachers, train them, and give 

   them all they need that way they can ensure that their scholars are successful. 

   Imagine a school that does not require tutorials after school? We have the same 

   challenges that every other school in this area has, but we are the top in the 

   area.  

 

Analyzation of Principal Interview Transcript  

The following table shows the vocabulary that the researcher designated to select 

from the transcript of interview conducted with the principals of their respective 

campuses. The vocabulary that was used by the administrator of the campus has been 

identified as indicators of organizational health terms and organized as follows:    

 

Table 4.2: Terms Identified by Researcher from Principal Interview of Administrator A 

Mission Vision Goal Oriented Support Academic/Student 

Achievement 

Visible Performance 

Expectations 

Participation Stakeholders Quality Education 

Collaborate High 

Expectations 

Adaptability Accessibility Trust 

Empower Focused on 

instruction 

Transformation Student 

Centered/Priority 

Encouragement 

Data-Driven Climate Culture Growth and 

Improvement 

Positivity 
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Out of the selected vocabulary, the following sentences were spoken by Administrator A 

and highlighted by the researcher: 

Vision 

 I want to be able to have strong early childhood foundation here so we can  

     become a pipeline for students to come at whatever level and still be able to 

     close the gaps. 

Goal Oriented  

 I wanted the opportunity to become an administrator so the decisions that I made 

influenced a greater number of educators and students. 

Support 

 They thank me for allowing them to choose family first 

Academic/Student Achievement  

 We are the number 1 elementary school in the east area. We have received our 6th 

distinction for three years in a row now. 

Visible  

 The idea of having the meetings is to see what the word out there is. Tell me what 

people are saying about the school outside of it, because if it is something that I 

can clarify, then they can go back and say that “The principal said...”, not “The 

teacher said…” or “The parents said…”, and that way they can get solid 

clarification. 
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Performance Expectations 

 Become a “Blue Ribbon School”, and that happens by having that constant 

growth taking place.  

Participation 

 I want to be able to offer the parents everything that the kids need so I can offer 

their parents everything in one school. I want to offer everything here. 

Stakeholders 

 When I talk to parents, they know I am being honest. I tell them that I have been 

there before and that this is what you can do. And that is the one piece that I feel 

connected to them. I talk to the parents of my school and some of them have my 

cell phone number. I will check on them and ask them how they are doing. 

Quality Education 

 We are the number 1 elementary school in the east area. 

High Expectations 

 We have received our 6th distinction for three years in a row now. 

 I tell teachers that we cannot make excuses and when I say that every scholar can 

learn, I really mean it. 
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Accessibility 

 They have been coming to my “Coffee with the Principal” and I mess with them, 

too. I approach a group of parents and say “Okay, it’s time to gossip, what do 

you know?” 

 

Trust 

 My community has really been able to show trust in everything that I do. They 

really trust me a lot in what I do, so I have just been receiving a lot of support 

from them. 

 To be honest, I have not received a single teacher complaint about anything that I 

do. 

 Parents know that I that I am reliable. One thing is to say something, and the 

other is portrayed through your actions. I have to do things to support what I am 

saying. I have not given them a reason to question my decisions or question the 

path that we are going through. 

 At the same time, I think that anytime they have an issue I react differently, so I 

feel like they trust me and they can see that I understand whatever it is they have 

going on, so yeah I think they appreciate that. 

Empower 

 We need to really invest in our teachers, train them, and give them all they need 

that way they can ensure that their scholars are successful. 
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Focused on Instruction 

 The conversation always goes around “Is this going to be impactful for these 

students?” If you cannot tell me if it will be impactful for our scholars, then we 

move on from that. 

Transformation 

 I want this school to get to the point that it can run itself without having to chase 

the gaps all the time. That’s something I talk to my teachers about all the time. At 

the end of the day, different leaders are going to come and go, but the teachers 

are the machine and the ones that keep things moving. 

Student Centered/Priority 

 I think that my conversations with parents always focuses on ensuring that the 

child has a chance and choice, and everything that I do ensures that they are 

prepared for anything. 

Data-Driven 

 This past year we have been an ‘A’ in every domain. Our overall A was a 95. 

Culture 

 I always get messages from teachers letting me know how happy they are that I 

am their principal, thanking me for my leadership. 

Growth and Improvement 

 Since I have been here, we have shown increased in Domain 1 and Domain 2 in 

terms of accountability purposes. 



 

 

 

165 

Positivity  

 Sometimes we might see a kid in the classroom, and teachers are like “Oh, they 

are just lazy”, and they just send them out of the lass. If you take the chance to 

ask them “why”, it is a simple question. You will be surprised as to what they’ll 

tell you. Sometimes we need to pay attention more.  

 

Frequency Range of Administrator Term Usage  

Based on the analyzation of the interview transcript of Administrator A, the 

following has been determined as the rage of vocabulary terms usage: 

Table 4.3: Frequency Range of Administrator Term Usage of Administrator A 

Term Range Frequency Description  

1 – 4 Terms Very Low 

6 – 10 Terms Moderate Low 

11 – 15 Terms Average 

16 – 20 Terms Moderately High 

21 – 25 Terms Very High 
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Summary of Campus 1 

The following chart shows the results for Campus 1 when it comes to the 

Organizational Health Index – Elementary survey that was administered to teachers:  

 

Table 4.4: Summary of overall Organizational Health for Campus 1   

Organizational Health Index Score Determinants of School’s Health 

Above 600 Very High 

551-600 High 

525-550 Above Average 

511-524 Slightly Above Average 

490-510 Average 

476-489 Slightly Below Average 

450-475 Below Average 

400-449 Low 

Below 400 Very Low 

 

Based on the results from the Organizational Health Index – Elementary survey 

Campus 1 demonstrated a Very High level of positive health. The dimensions for 

Campus 1 ranked in the following order, ranging from most to least prevalent: 

1. Collegial Leadership  

2. Teacher Affiliation 

3. Resource Influence  

4. Academic Emphasis  
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5. Institutional Integrity 

Additionally, Administrator A demonstrated a Moderately High frequency of leadership 

terminology, as recorded by the researcher during the interview transcription process.  

 

Campus 2, Administrator B 

Campus Demographics and Information  

Campus 2 is located in an urban school setting in Southeast Texas as part of a 

major school district. The following information gathered from the 2018-2019 Texas 

Accountability Performance Report describes Campus 2 in terms of Student and Teacher 

Demographics, Attendance Rates, Special Populations, and Accountability Rating: 

A. Student Population, with special consideration to overall demographics: 

During the 2018-2019 school year, the total student population for Campus 2 was 681. 

The following are the ethnic distributions of the campus, from descending from the 

largest group: 

Hispanic.…………………………………………………………………………96.6% 

African American.………………………………………………………………..3.5% 

White.……………………………………………………………………………..0.6% 

Two or More Races……………………………………………………………….0.3% 

B. Number of teachers and administrators on campus: 

There were a total of 54.1 staff members which includes faculty and staff. As for campus 

administrators, there were 1.2 listed.  

C. Attendance rate (for student achievement analyzation purposes): 
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The attendance rate reported in the 2018-2019 TAPR report, which shows the latest 

available rate available for the campus during the 2017-2018 school year was 96.5%.  

D. Traits of the school according to Texas Accountability Performance Reports 

(i.e. economically disadvantaged; at-risk students; ESL & Bilingual 

population): 

Out of the 681 students enrolled during the 2018-2019 school year, 655 (96.2%) were 

considered economically disadvantaged. A total number of 577 (84.7%) were considered 

having one or more “at-risk” labels. Lastly, the school was home to 411 (60.4%) English 

Language Learners with 568 (83.4%) students being in the Bilingual education program.  

E. Academic Accountability Rating: 

The Accountability Rating for the 2018-2019 school year for Campus 2 was a ‘C’. The 

campus had no distinction designations.  

 

Organizational Health Index – Elementary Results  

After quantifying the individual teacher surveys following its administration, the 

following are the results of the Organizational Health Index – Elementary provided by 

Hoy and tarter (1997) of Campus 2. The Overall Campus Organizational Health Index 

result of 631.32 suggest that Campus 2 is a campus which exhibits a Very High level of 

school health according to the Determinants of School’s Health (Hoy and Tarter, 1997). 
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Table 4.5: Analyzed Dimensions based on Organizational Health Index – Elementary 

Survey of Campus 2 

 

 

 

Health Index 

Scores 

 

Institutional 

Integrity 

Score: 

 

427.53 

 

 

Collegial 

Leadership 

Score: 

 

832.68 

 

 

Resource 

Influence 

Score: 

 

656.15 

 

 

Teacher 

Affiliation 

Score: 

 

692.37 

 

 

Academic 

Emphasis 

Score: 

 

547.32 

 

 

 

 

Dimensions 

Ranked: 

1. CL 

2. TA 

3. RI 

4. AE 

5. II 

 

 

Standardized 

Score  

 

Lower 

than 84% 

of the 

schools 

 

Higher 

than 99% 

of the 

schools 

Higher 

than 

84% of 

the 

schools 

 

 

Higher 

than 84% 

of the 

schools 

 

 

 

Average 

 

 

 

Overall Campus Organizational Health Index  

 

 

 

631.32 

 

 

Principal Interview Transcript  

The researcher met with ‘Administrator B’ in order to conduct the qualitative survey 

that follows. Below is the transcript from the interview of the words and quotes spoken 

by ‘Administrator B’ and highlighted by the researcher: 

 

1. Please begin by providing a background of your upbringing. 

I was born in Houston, Texas in Second Ward. It was socio-economically low in our 

neighborhood and the majority was Hispanic growing up. I went to public school up to 

4th grade, and from there I went to a private school that was catholic all the way through 

high school. My parents are from Mexico and I am a First Generation. All of my siblings 

have a degree – either a bachelor’s or master’s degree. My father was educated up to the 
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third grade and my mother had secretarial school. My father had his own company and 

we were very successful, so that is why we were able to go to private school.  

 

2. Please describe your campus in terms of stakeholder demographics and academic 

achievement.  

We are 97% Hispanic and we have been up and down in terms of achievement, going 

all different directions. When I first started, we were a “C” rated campus in terms of 

accountability and we continue to be in the same rating. My first year we were 

recognized with children at-risk. Again, they graded us as a “B” and now we are at a 

“C”.  

 

3. Have you always wanted to become an educator or school principal? 

Never. I wanted to be an architect. I have my degree in architecture from UH through 

a 5-year degree. And then after that I became bilingual teacher for many, many years 

and then ultimately after that principal. I went from teacher, to reading coach, data 

coach, parental involvement specialist – I have done it all.  

 

4. Do you believe your ethnic background is an asset to you being the principal at 

this particular campus based on the demographics of the student population? 

Yes, absolutely. I can help understand the culture better. I can emphasize with the 

parents and the problems that they are having, especially with the First-Generation 

Mexican-American. I see the problems that students are going through with their parents 
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and there are a lot of similarities between them and myself. I use my background to guide 

them in order to be successful.  

 

5. Do you consider yourself relatable to the community? How so? 

Yes. I grew up about five miles from this school. And even though I was not across the 

school, it was within the same demographics. The same people, really.  

 

6. Have you experienced support or dismay from the community recently? Based on 

your answer, do you think your ethnic background and/or cultural knowledge has 

helped or deterred you from solving issues that arise? 

I have had support from the community and the cultural knowledge helps me support 

the families and understand them better. Guiding them is essential, as well. 

 

7. How do you think teachers at this campus perceive you terms of being their 

leader? 

I think they like me. I think they feel supported and they feel listened to. They feel that 

I understand them, that I have their best interest in mind, and that we are a team. We 

have grown to be a real team here.  

 

8. Do you think students appreciate the fact that they can relate to you based on you 

shared ethnicity and race? 
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Oh, yeah, they come and they hug me. They speak to me in Spanish and they speak to 

me in English. They come and bring me notes and they tell me that they love me.  

They like seeing me in their classroom and they know that I follow how they are doing in 

school. They know I look at their scores and they know that I am going to ask about how 

they are doing and if they are doing their homework. They also know that their parents 

are going to get a call otherwise.  

 

9. What are your Top 3 priorities and focuses for this campus within the next three 

years? Please feel free to be as open and detailed as possible.  

A.           Safety is always a priority.  

B.          Positive cultures, and parents, and all stakeholders. A fun end enjoyable 

         environment of learning.  

C.         Academic success for all students. Also with the Visual and Performing Arts in 

        terms of being successful. Also, dual language in both English and Spanish.  

 

Analyzation of Principal Interview Transcript  

The following table shows the vocabulary that the researcher designated to select 

from the transcript of interview conducted with the principals of their respective 

campuses. The vocabulary that was used by the administrator of the campus has been 

identified as indicators of organizational health terms and organized as follows:   
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Table 4.6: Terms Identified by Researcher from Principal Interview of Administrator B 

Mission Vision Goals Oriented Support Academic/Student 

Achievement 

Visible Performance 

Expectations 

Participation Stakeholders Quality Education 

Collaborate High 

Expectations 

Adaptability Accessibility Trust 

Empower Focused on 

instruction 

Transformation Student 

Centered/Priority 

Encouragement 

Data-Driven Climate Culture Growth and 

Improvement 

Positivity 

 

Out of the selected vocabulary, the following sentences were spoken by Administrator B: 

Vision 

 Also, dual language in both English and Spanish. 

Goal Oriented  

 Also with the Visual and Performing Arts in terms of being successful. 

Support 

 I can emphasize with the parents and the problems that they are having, 

especially with the First-Generation Mexican-American. 

 I have had support from the community and the cultural knowledge helps me 

support the families and understand them better. 

Academic/Student Achievement  

 Academic success for all students. 
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Visible  

 They like seeing me in their classroom and they know that I follow how they are 

doing in school 

Performance Expectations 

 They know I look at their scores and they know that I am going to ask about how 

they are doing and if they are doing their homework. 

Stakeholders 

 They also know that their parents are going to get a call otherwise. 

Quality Education 

 Positive cultures, and parents, and all stakeholders. 

High Expectations 

 They know I look at their scores and they know that I am going to ask about how 

they are doing and if they are doing their homework. 

Accessibility 

 I think they like me. I think they feel supported and they feel listened to. 

Trust 

 They feel that I understand them, that I have their best interest in mind, and that 

we are a team. 

Student Centered/Priority 

 Academic success for all students. 
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Encouragement 

 I see the problems that students are going through with their parents and there 

are a lot of similarities between them and myself. I use my background to guide 

them in order to be successful. 

Data-Driven 

 When I first started, we were a “C” rated campus in terms of accountability and 

we continue to be in the same rating. My first year we were recognized with 

children at-risk. Again, they graded us as a “B” and now we are at a “C”.  

Culture 

 Yes, absolutely. I can help understand the culture better. 

 Positive cultures, and parents, and all stakeholders. 

Growth and Improvement 

 We have grown to be a real team here.  

Positivity 

 Oh, yeah, they come and they hug me. They speak to me in Spanish and they 

speak to me in English. They come and bring me notes and they tell me that they 

love me. 

 

Frequency Range of Administrator Term Usage  

 Based on the analyzation of the interview transcript of Administrator B, the 

following has been determined as the rage of vocabulary terms usage: 
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Table 4.7: Frequency Range of Administrator Term Usage of Administrator B 

Term Range Frequency Description  

1 – 4 Terms Very Low 

6 – 10 Terms Moderate Low 

11 – 15 Terms Average 

16 – 20 Terms Moderately High 

21 – 25 Terms Very High 

 

Summary of Campus 2 

The following chart shows the results for Campus 2 when it comes to the 

Organizational Health Index – Elementary survey that was administered to teachers:  

 

Table 4.8: Summary of Overall Organizational Health for Campus 2  

Organizational Health Index Score Determinants of School’s Health 

Above 600 Very High 

551-600 High 

525-550 Above Average 

511-524 Slightly Above Average 

490-510 Average 

476-489 Slightly Below Average 

450-475 Below Average 

400-449 Low 

Below 400 Very Low 
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Based on the results from the Organizational Health Index – Elementary survey 

Campus 2 demonstrated a Very High level of positive health. The dimensions for 

Campus 2 ranked in the following order, ranging from most to least prevalent: 

1. Collegial Leadership  

2. Teacher Affiliation 

3. Resource Influence  

4. Academic Emphasis  

5. Institutional Integrity 

Additionally, Administrator B demonstrated a Moderately High frequency of leadership 

terminology, as recorded by the researcher during the interview transcription process.  

 

Campus 3, Administrator C 

Campus Demographics and Information  

Campus 3 is located in an urban school setting in Southeast Texas as part of a 

major school district. The following information gathered from the 2018-2019 Texas 

Accountability Performance Report describes Campus 3 in terms of Student and Teacher 

Demographics, Attendance Rates, Special Populations, and Accountability Rating: 

A. Student Population, with special consideration to overall demographics: 

During the 2018-2019 school year, the total student population for Campus 3 was 411. 

The following are the ethnic distributions of the campus, from descending from the 

largest group: 
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Hispanic.…………………………………………………………………………96.8% 

African American.………………………………………………………………..2.4% 

White.……………………………………………………………………………..0.7% 

B. Number of teachers and administrators on campus: 

There were a total of 28.2 staff members which includes faculty and staff. As for campus 

administrators, there was 1 listed.  

C. Attendance rate (for student achievement analyzation purposes): 

The attendance rate reported in the 2018-2019 TAPR report, which shows the latest 

available rate available for the campus during the 2017-2018 school year was 97.2%.  

D. Traits of the school according to Texas Accountability Performance Reports 

(i.e. economically disadvantaged; at-risk students; ESL & Bilingual 

population): 

Out of the 411 students enrolled during the 2018-2019 school year, 411 (100.0%) were 

considered economically disadvantaged. A total number of 359 (87.3%) were considered 

having one or more “at-risk” labels. Lastly, the school was home to 253 (61.6%) English 

Language Learners with 330 (80.3%) students being in the Bilingual education program.  

E. Academic Accountability Rating: 

The Accountability Rating for the 2018-2019 school year for Campus 3 was a ‘C’, along 

with the following distinctions: 

 Academic Achievements in Science 
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Organizational Health Index – Elementary Results  

After quantifying the individual teacher surveys following its administration, the 

following are the results of the Organizational Health Index – Elementary provided by 

Hoy and tarter (1997) of Campus 3. The Overall Campus Organizational Health Index 

result of 517.98 suggest that Campus 3 is a campus which exhibits a Slightly Above 

Average level of school health according to the Determinants of School’s Health (Hoy 

and Tarter, 1997). 

 

Table 4.9: Analyzed Dimensions based on Organizational Health Index – Elementary 

Survey of Campus 3 

 

 

 

Health Index 

Scores 

 

Institutional 

Integrity 

Score: 

 

506.16 

 

 

Collegial 

Leadershi

p Score: 

 

642.16 

 

 

Resource 

Influence 

Score: 

 

458.62 

 

 

Teacher 

Affiliatio

n Score: 

 

548.63 

 

 

Academic 

Emphasis 

Score: 

 

434.30 

 

 

 

 

Dimensions 

Ranked: 

1. CL 

2. TA 

3. II 

4. RI 

5. AE 

 

 

Standardized 

Score  

 

 

Average 

Higher 

than 

84% of 

the 

schools 

Lower 

than 

84% of 

the 

schools 

 

 

 

Average 

 

Lower 

than 

84% of 

the 

schools 

 

 

Overall Campus Organizational Health Index  

 

 

 

517.98 

 

Principal Interview Transcript  

The researcher met with ‘Administrator C’ in order to conduct the qualitative survey 

that follows. Below is the transcript from the interview of the words and quotes spoken 

by ‘Administrator C’ and highlighted by the researcher: 
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1. Please begin by providing a background of your upbringing. 

I am a not a traditional teacher, but teacher I guess by nature and not necessarily by 

default. I have a degree in nutrition and worked in health-related jobs, dealt with menus, 

diets, and consultations with patience. How I arrived at in my current district was 

through my cousin. They needed bilingual teachers in the district and I applied. I went 

into an ACP (Alternative Certification Program) and I got hired as a bilingual teacher in 

the district. During the interview, the principal told me that I “looked good” and I had no 

idea what that meant, all I knew was that I had to report to work as a kindergarten 

teacher and signed a contract.  

The leadership was in me as teacher, so I was given the opportunity to volunteer in 

various roles. My passion lead everything I did, and I was able to excel in what I did, so I 

taught and I got my Master’s at the University of Houston because I wanted to do what 

my principal was doing someday and empower more students. I also wanted to be a part 

of the decision-making process to have an impact. I wanted to influence others and public 

speaking came easy to me. I feel like it was a challenge, though. It is a challenge to work 

with people because leading is not a position, leading is like coaching. It’s a shared 

responsibility where you have common goals that are shared. As a leader, you need to 

pull the team towards the mission and vision of the school, which leads to ensuring that 

every student has a qualified teacher in every classroom that serve as their mentors.  

I think here in my school my leadership style is shared because I don’t feel like I 

“hold” the positon. I am the principal but I don’t “act” like the principal. I act like a 

team player when I need to be. I am their supervisor when I need to be and their friend 
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when I need to be. I act like all the roles teachers need in order for them to be successful. 

I expect a lot from my teachers because we have a job to do. Leadership takes a special 

skill set to do it effectively. It is not collecting a paycheck – it is investing in a future that 

we give to students so they can become successful and well-rounded so they can 

contribute back to the economy. It is so they can serve in the various roles like doctors, 

lawyers, and teachers while giving back to the community.  

My passion is in poverty schools because I feel like often times we don’t get the best 

teacher candidates. Everyone looks for the right zip codes to work in or the closest to 

home. For me, the challenge is where can me make a difference, no matter what the 

culture is. I commute a long way to come from where I live, and I am proud of the family 

here in my campus. When I started, I became a bilingual ESL teacher, then the LPAC 

person, and eventually got some administrative roles through my principal. Then I 

became my Team Lead after I got some more experience. Eventually, I went into a Title 1 

role and then a Title 1 Coordinator as a bilingual ESL Specialist.  

I did some consulting work related to STEM and science and I excelled in the 

sciences. Like I mentioned, that was what my Bachelor’s degree was in. I became a 

master science lead teacher and received the award of South Central Teacher of the Year 

in Texas. My district worked on us and provided lots of professional developments that 

propelled my capacity. I oversaw a lot of schools in how to implement the compliance 

piece. I then got middle school experience as an Assistant Principal, then elementary as 

an Assistant Principal, and then I became a principal. It is my first school and I have 

been here for the past eight years. I have about 23 years with the district and probably 

about 16 of the 23 have been in administrative positions.  
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2. Please describe your campus in terms of stakeholder demographics and academic 

achievement.  

We are 100% low socioeconomic. We are 98.6% Hispanic with 1% of other races. As 

far as state accountability, we met standards for the last 8 years. Last year in particular, 

Science was the distinction, and before that it was student growth. We moved away from 

the dual language program because affected the academic performance of the campus. 

Not to throw blame, but the program was not effective for my campus. There were a lot of 

challenges with it. It is not for all students, and I think the time allotment was an issue. 

How much time we divided between reading and math into how we provided the support 

was affecting academic achievement. Pre-K through 2nd was beautiful, but when we got 

to 3rd grade, we didn’t see the language development we wanted to see. They would leave 

low in 3rd grade. Our math took an impact. That’s the rationale for us in terms of that.  

 

3. Have you always wanted to become an educator or school principal? 

That was not what I set out to do in the beginning. I was not an educational major 

like I stated. I loved science, and I loved learning – that I can tell you. I love sharing 

what I know with others and inspiring others. I guess the opportunity to be a teacher and 

the opportunity to have different roles within the organization of the school allowed me to 

discover different roles. It allowed me to discover a passion for not only learning, but 

empowering others. To grow and develop skill sets, to develop people, to be a risk taker, 

to change.  
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Michael Fullan is one of my favorite authors. He says: “change the culture or the 

culture changes you”. That is my favorite quote. I like transformation. I like trying 

different things. I have shared with you the book on the energy bus, and I love that book. 

It focuses on team dynamics. If the bus has a flat and is on stand-by and it does not move, 

then we cannot succeed. We all have to pull on the same weight. If you do not know, then 

I want you to let me show you, but you have to have the willingness to be there. 

Leadership is not forced; leadership is the opportunity to make a difference and leave a 

legacy. What did you impact, what have you done, what did you put in the building? 

From the floor to the light pole, what did you leave behind?  

As I get into my leadership team, I want to know what their wants, needs, and 

aspirations are. As a good leader, I have to tap into their strengths. My math specialist is 

a natural leader. There are people that need to be developed, while others naturally have 

it. Then you have others that want it but cannot carry it. They have followers that think “I 

don’t care what you title is, but I won’t lift a finger for you”, and it is about personality 

and the earned respect. Leadership is developed and fueled. It is maintained. You have to 

lead by example. You have to be able to speak and walk the walk. You have to be willing 

to go where the teachers go. It’s the long hours, the commitment, the Saturdays and after 

school. You have to go through the panning phase and provide resources. You can give 

the teachers an unlimited shopping spree and the freedom to do whatever they desire, as 

long as it leads to student achievement, then it is something that we can do.  

I don’t believe in micromanaging, but in supervising. I believe in having 

conversations and progress monitoring. There must be a good explanation to why you’re 

not doing X, Y, or Z, so please let me know because what I saw was not aligned to where 
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we are going. We have to have the clear expectations of what you need, want, and what 

you envision for your whole school community. From the janitor, to the food service, to 

the parents – my expectation is for you to know what to do as soon as you walk in. You 

need to greet the kids and set a positive tone and not judge. We bring down barriers here, 

and we open up funnels for kids in order for them to have good channels of learning that 

meets them where they are. We cannot put conditions on who comes here; if you are 

zoned to this school, you will come here and will not choose. We teach all students 

despite their zip code. Their issues and home factors do not matter. We will raise them 

up.  

 

4. Do you believe your ethnic background is an asset to you being the principal at 

this particular campus based on the demographics of the student population? 

I think it’s important for Latino administrators to be leaders, and I don’t think 

ethnicity defines our capacity to be effective administrators. I think I could lead any 

school or organization. But I think it’s important for us to be various roles, not only in 

highly strong Latino communities. I think it is related and the kids do want to be like you. 

My kids always tell me that they want to be a principal when they grow up. I think that 

inspired me as a leader: to know that I am doing something good for my community.  

I think it helps to know the language of the parents because it is not as personal when 

you use a translator. When we go seek good customer service, we do not use a translator. 

You need to be able to communicate with the population and be able to understand all 

cultures and ethnicities. For me it is important, but I don’t want to be seen as the leader 

that is Hispanic, so therefore have to go to a Hispanic school. A leader should be global 
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and be able to work in all and any communities. From the perspective of being a role 

model, I think we could all dream to be the administrator at any school.  

 

5. Do you consider yourself relatable to the community? How so? 

Yes. When I first got here, I said that this community was a symbol of my community 

when I grew up. I come from a single parent household. My mom raised us and had a lot 

of challenges as a single parent, just like the families in my community have. They either 

come from single parents, or their economic lifestyles are not those of doctors and 

lawyers. We do have different student needs in the school, and not all of them are poor. 

But the majority do come from low income households. Sometimes they don’t have a 

reference of thoughts like “Where do I draw the lines? Is it even reachable for me as a 

kid in the hood to get out and go to college?”  

Why do we say that our kids just need to get to community college? Is something 

keeping them from succeeding? Yes – it is money, jobs, and opportunity. Today I 

interviewed a lady that came to interview for position, and I was moved by her 

determination to succeed by her wanting to become a teacher. I gave her the job. She is 

investing on giving back to the community. She wanted to be a bilingual ESL educator. 

She wants to give those opportunities back.  

There is a lot of sacrifice involved. Riding the bus and working long hours. Not 

having enough and working hard to get money, plus the loans and studying. There are a 

lot of inequities that kids should not have to suffer. Everyone should have access to equal 

education, and someone of us should work harder to get there. It is important for us to 

give that opportunity to our youth. I am excited that I hired her and she is one day going 
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to be a teacher. I believe that in an organization, it is all about group effort. There are no 

pockets of isolation.  

 

6. Have you experienced support or dismay from the community recently? Based on 

your answer, do you think your ethnic background and/or cultural knowledge has 

helped or deterred you from solving issues that arise? 

 

I think people know that I am passionate about what I do and the fact that I love this 

community. I believe perception plays a big negative role because one person or a group 

of people’s personal dissatisfaction might lead to misinterpretation of who the leader 

really is or what we really stand for. For instance: “there go the teacher, that school is 

not good”. Why would they say that? I think it’s the perception piece, and that you’re not 

given an opportunity because you don’t connect or don’t go to a social event. Just 

because I don’t go to some events because I choose to spend time with my family does not 

mean I am not connected to my students; I am always going to be an advocate for my 

kids. They call me “Mother Theresa” because I am very passionate and am always 

looking out for what is best for kids. I always question the status quo or make people 

uncomfortable because I ask the right questions. It’s not an entitlement. It’s a 

commitment to do what I got hire to do as school leader.  

You need to be an advocate for all students as a leader. I respect authority. I was 

given an opportunity to be a leader and I feel blessed. I feel that the person who gave me 

an opportunity opened the door for me make a difference. In the eight years after I have 

been here, look at all of these students that have gone through me. My enrollment has 
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stayed at 430, so if you think about it, 430 times 8 years is 3440 students that I have 

empowered and that I continue to empower. If I were to continue growing and building 

children, it would almost triple that to get to 10,000. And that’s something to be proud of. 

Just like I had role models, I hope that they consider me one and reach out to me.   

 

7. How do you think teachers at this campus perceive you terms of being their 

leader? 

It changed over time from when I first got here. They loved the previous principal 

because he was a strong leader. I think at the beginning I was an outsider and they didn’t 

know who I was. I had to sell myself and get people onboard. Not everyone was willing to 

follow me and my leadership style. We needed to move on and get to where we needed to 

be and I think the teachers empowered and returned the desire of change. It was them 

who pushed those who did not belong out, and it was them who resected me as the leader. 

They supported me and the work that we were doing collectively. There were more 

people stepping up to the plate and I think they say I am all over the place, but it makes 

me laugh because I am. I feel like that’s my leadership style. And I think that’s what 

makes me different.  

I want to know everything, and I want to oversee everything, but I recognize that I 

cannot do everything. I try to do everything, and sometime I fumble abut pick right back 

up. Then come to find out that as I am picking up what I fumbled, I have those by my side 

helping me pick up and piecing everything back together. It’s great to know that what I 

try to do, that they have my back. They can read me, and they know I am predictable on 

what I would have done. It’s a relationship. I hold them accountable no matter what. We 
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can laugh and play and have fun, but I will hold you accountable and be consistent 

across the board. They know it’s not personal. If it is compliance issue, then we will talk 

about that. We have no favoritism, and they can come to me if they need anything. I like 

honesty.  

It’s awesome feeling to be part of this culture a team. They are great professionals 

and a great family. They are very supportive and giving. There’s no sabotage. Everyone 

watches out for everyone else. There’s no fear – It’s a great culture. If you’re not wanted, 

they’re going to call you out without me saying anything. The teachers will help you to be 

successful. They will communicate amongst one another.  

 

8. Do you think students appreciate the fact that they can relate to you based on you 

shared ethnicity and race? 

Yes. I feel like my kids can so much relate to me. And that I inspire them. They can 

relate to our culture as Hispanic and Latinos. I think they are proud of what they have 

become. They get excited to see my family and my daughters. The parents too. The kids 

bring me letters and write me poems. They write me little notes that they bring me. It’s 

important for them to let me know that I love them back, and that I appreciate what they 

do and that I have high expectations. In this campus, we do great things for one another. 

We don’t bully anyone. We give kids chances and respect their pace. We respect their 

ownership and validate their feelings. It’s cool to have the kids motivated and the 

energized.  

Students will come back from the high school and tell me all kinds of things. We make 

things personal here, and we prioritize their learning. We are not just a school, but a 
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school of choice that nurtures and belongs to their neighborhood. We make it safe here 

and we care about kids and learning. I have kids from all over the place, but they choose 

to come here because my “primo”, “tío”, or dad came here, and that says a lot. We have 

had five principals in the time the school has been open, and only two ladies: the lady 

who opened the building and myself.  

 

9. What are your Top 3 priorities and focuses for this campus within the next three 

years? Please feel free to be as open and detailed as possible.  

 

A.           No excuses for student learning. I want to excel in improving my organization   

          so there’s 100% buy-in and 100% student achievement.  

B.          I want to continue giving it my all, and change is ongoing.  

C.         We need to continue seeing growth in the whole child, not just academically. I 

         want them to tap into their strengths and be successful in everything that they  

         do.  I want to see success stories.  

 

Analyzation of Principal Interview Transcript  

The following table shows the vocabulary that the researcher designated to select 

from the transcript of interview conducted with the principals of their respective 

campuses. The vocabulary that was used by the administrator of the campus has been 

identified as indicators of organizational health terms and organized as follows:      
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Table 4.10: Terms Identified by Researcher from Principal Interview of Administrator C 

Mission Vision Goals Oriented Support Academic/Student 

Achievement 

Visible Performance 

Expectations 

Participation Stakeholders Quality Education 

Collaborate High 

Expectations 

Adaptability Accessibility Trust 

Empower Focused on 

instruction 

Transformation Student 

Centered/Priority 

Encouragement 

Data-Driven Climate Culture Growth and 

Improvement 

Positivity 

 

Out of the selected vocabulary, the following sentences were spoken by Administrator C 

and highlighted by the researcher: 

Mission 

 As a leader, you need to pull the team towards the mission and vision of the 

school, which leads to ensuring that every student has a qualified teacher in every 

classroom that serve as their mentors. 

 There must be a good explanation to why you’re not doing X, Y, or Z, so please let 

me know because what I saw was not aligned to where we are going. 

Vision 

 As a leader, you need to pull the team towards the mission and vision of the 

school, which leads to ensuring that every student has a qualified teacher in every 

classroom that serve as their mentors. 

 We have to have the clear expectations of what you need, want, and what you 

envision for your whole school community. 
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Goal Oriented  

 My passion lead everything I did, and I was able to excel in what I did, so I taught 

and I got my Master’s at the University of Houston because I wanted to do what 

my principal was doing someday and empower more students. 

Support 

 As I get into my leadership team, I want to know what their wants, needs, and 

aspirations are. As a good leader, I have to tap into their strengths. 

 I don’t believe in micromanaging, but in supervising. I believe in having 

conversations and progress monitoring. 

 They supported me and the work that we were doing collectively. 

 They are very supportive and giving 

Academic/Student Achievement  

 You can give the teachers an unlimited shopping spree and the freedom to do 

whatever they desire, as long as it leads to student achievement, then it is 

something that we can do. 

 I want to excel in improving my organization so there’s 100% buy-in and 100% 

student achievement.  

Visible  

 Leadership is developed and fueled. It is maintained. You have to lead by 

example. You have to be able to speak and walk the walk. 
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Performance Expectations 

 From the janitor, to the food service, to the parents – my expectation is for you to 

know what to do as soon as you walk in. 

 I hold them accountable no matter what. We can laugh and play and have fun, but 

I will hold you accountable and be consistent across the board. 

 I want to excel in improving my organization so there’s 100% buy-in and 100% 

student achievement.  

Participation 

 You have to be willing to go where the teachers go. It’s the long hours, the 

commitment, the Saturdays and after school. 

Stakeholders 

 They get excited to see my family and my daughters. The parents too. 

Quality Education 

 It is not collecting a paycheck – it is investing in a future that we give to students 

so they can become successful and well-rounded so they can contribute back to 

the economy. 

Collaborate 

 It is a challenge to work with people because leading is not a position, leading is 

like coaching. It’s a shared responsibility where you have common goals that are 

shared. 

 We all have to pull on the same weight. 
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 I believe that in an organization, it is all about group effort. 

 They supported me and the work that we were doing collectively. 

High Expectations 

 I expect a lot from my teachers because we have a job to do. 

 Last year in particular, Science was the distinction, and before that it was student 

growth. 

 It’s important for them to let me know that I love them back, and that I appreciate 

what they do and that I have high expectations. 

Adaptability  

 I am the principal but I don’t “act” like the principal. I act like a team player 

when I need to be. I am their supervisor when I need to be and their friend when I 

need to be. 

 I act like all the roles teachers need in order for them to be successful. 

 Michael Fullan is one of my favorite authors. He says: “change the culture or the 

culture changes you”. 

Accessibility 

 I believe in having conversations and progress monitoring. 

Trust 

 I try to do everything, and sometime I fumble abut pick right back up. Then come 

to find out that as I am picking up what I fumbled, I have those by my side helping 

me pick up and piecing everything back together. 
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Empower 

 I love sharing what I know with others and inspiring others. 

 It allowed me to discover a passion for not only learning, but empowering others. 

 My enrollment has stayed at 430, so if you think about it, 430 times 8 years is 

3440 students that I have empowered and that I continue to empower. 

 We needed to move on and get to where we needed to be and I think the teachers 

empowered and returned the desire of change. 

Focused on Instruction 

 As far as state accountability, we met standards for the last 8 years. 

 We cannot put conditions on who comes here; if you are zoned to this school, you 

will come here and will not choose. We teach all students despite their zip code. 

Their issues and home factors do not matter. We will raise them up. 

Transformation 

 I like transformation. I like trying different things. 

Student Centered/Priority 

 We bring down barriers here, and we open up funnels for kids in order for them 

to have good channels of learning that meets them where they are. 

 They call me “Mother Theresa” because I am very passionate and am always 

looking out for what is best for kids. 

 We give kids chances and respect their pace. We respect their ownership and 

validate their feelings. It’s cool to have the kids motivated and the energized. 
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 We need to continue seeing growth in the whole child, not just academically. 

Encouragement 

 There’s no sabotage. Everyone watches out for everyone else. 

Climate 

 It’s great to know that what I try to do, that they have my back. They can read me, 

and they know I am predictable on what I would have done. It’s a relationship. 

 It’s awesome feeling to be part of this culture a team. They are great 

professionals and a great family. They are very supportive and giving. There’s no 

sabotage. Everyone watches out for everyone else. 

Culture 

 For me, the challenge is where can me make a difference, no matter what the 

culture is. 

 Michael Fullan is one of my favorite authors. He says: “change the culture or the 

culture changes you”. 

 It’s awesome feeling to be part of this culture a team. 

 There’s no fear – It’s a great culture. 

 They can relate to our culture as Hispanic and Latinos. 

 I have kids from all over the place, but they choose to come here because my 

“primo”, “tío”, or dad came here, and that says a lot. 

Growth and Improvement 

 To grow and develop skill sets, to develop people, to be a risk taker, to change.  
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Positivity 

 You need to greet the kids and set a positive tone and not judge. 

 

Frequency Range of Administrator Term Usage  

 Based on the analyzation of the interview transcript of Administrator C, the 

following has been determined as the rage of vocabulary terms usage: 

 

Table 4.11: Frequency Range of Administrator Term Usage of Administrator C 

Term Range Frequency Description  

1 – 4 Terms Very Low 

6 – 10 Terms Moderate Low 

11 – 15 Terms Average 

16 – 20 Terms Moderately High 

21 – 25 Terms Very High 
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Summary of Campus 3 

The following chart shows the results for Campus 3 when it comes to the 

Organizational Health Index – Elementary survey that was administered to teachers:  

 

Table 4.12: Summary of Overall Organizational Health for Campus 3  

Organizational Health Index Score Determinants of School’s Health 

Above 600 Very High 

551-600 High 

525-550 Above Average 

511-524 Slightly Above Average 

490-510 Average 

476-489 Slightly Below Average 

450-475 Below Average 

400-449 Low 

Below 400 Very Low 

 

Based on the results from the Organizational Health Index – Elementary survey 

Campus 3 demonstrated a Slightly Above Average level of positive health. The 

dimensions for Campus 3 ranked in the following order, ranging from most to least 

prevalent: 

1. Collegial Lead  

2. Teacher Affiliation 
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3. Institutional Integrity   

4. Resource Influence   

5. Academic Emphasis  

Additionally, Administrator C demonstrated a Very High frequency of leadership 

terminology, as recorded by the researcher during the interview transcription process.  

 

Campus 4, Administrator D 

Campus Demographics and Information  

Campus 4 is located in an urban school setting in Southeast Texas as part of a 

major school district. The following information gathered from the 2018-2019 Texas 

Accountability Performance Report describes Campus 4 in terms of Student and Teacher 

Demographics, Attendance Rates, Special Populations, and Accountability Rating: 

A. Student Population, with special consideration to overall demographics: 

During the 2018-2019 school year, the total student population for Campus 4 was 657. 

The following are the ethnic distributions of the campus, from descending from the 

largest group: 

Hispanic.…………………………………………………………………………96.5% 

White……………………………………………………………………………..2.3% 

African American.………………………………………………………………..1.1% 

Asian.……………………………………………………………………………..0.2% 

B. Number of teachers and administrators on campus: 
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There were a total of 50.2 staff members which includes faculty and staff. As for campus 

administrators, there was 1 listed.  

C. Attendance rate (for student achievement analyzation purposes): 

The attendance rate reported in the 2018-2019 TAPR report, which shows the latest 

available rate available for the campus during the 2017-2018 school year was 97.5%.  

D. Traits of the school according to Texas Accountability Performance Reports 

(i.e. economically disadvantaged; at-risk students; ESL & Bilingual 

population): 

Out of the 657 students enrolled during the 2018-2019 school year, 619 (94.2%) were 

considered economically disadvantaged. A total number of 553 (84.2%) were considered 

having one or more “at-risk” labels. Lastly, the school was home to 402 (61.2%) English 

Language Learners with 337 (57.4%) of those students being in the Bilingual education 

program.  

E. Academic Accountability Rating: 

The Accountability Rating for the 2018-2019 school year for Campus 4 was a ‘C’. The 

campus had no distinction designations.  
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Organizational Health Index – Elementary Results  

After quantifying the individual teacher surveys following its administration, the 

following are the results of the Organizational Health Index – Elementary provided by 

Hoy and tarter (1997) of Campus 4. The Overall Campus Organizational Health Index 

result of 528.66 suggest that Campus 4 is a campus which exhibits a Above Average 

level of school health according to the Determinants of School’s Health (Hoy and Tarter, 

1997). 

 

Table 4.13: Analyzed Dimensions based on Organizational Health Index – Elementary 

Survey of Campus 4 

 

 

 

Health Index 

Scores 

 

Institutional 

Integrity 

Score: 

 

549.48 

 

 

Collegial 

Leadership 

Score: 

 

665.62 

 

 

Resource 

Influence 

Score: 

 

454.29 

 

Teacher 

Affiliation 

Score: 

 

563.49 

 

 

Academic 

Emphasis 

Score: 

 

410.40 

 

 

 

Dimensions 

Ranked: 

1. CL 

2. TA 

3. II 

4. RI 

5. AE 

 

 

Standardized 

Score  

 

 

Average 

 

Higher 

than 84% 

of schools 

 

Lower 

than 

84% of 

schools 

 

 

 

Average 

 

 

Lower 

than 

84% of 

schools 

 

 

 

Overall Campus Organizational Health Index 

 

 

 

528.66 
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Principal Interview Transcript  

The researcher met with ‘Administrator D’ in order to conduct the qualitative survey 

that follows. Below is the transcript from the interview of the words and quotes spoken 

by ‘Administrator D’ and highlighted by the researcher: 

 

1. Please begin by providing a background of your upbringing. 

It is very similar to the kids here in this neighborhood. My parents are immigrants 

from Mexico. My sister and I are the only two of the family, and that’s all my mother 

could have. We are their everything. My sister is older than I am, and that’s important 

because she had to go through the rough stages of learning of English in school. She 

would come home and she would teach me. I learned English from her. I didn’t know we 

were low income; my dad would take us vacationing and we had air conditioning. We 

had everything we needed and my parents gave us everything they could.  

Teachers didn’t treat us like we were low income, either. I had the best elementary 

school experience. I felt the loved of all my teachers, and that’s what I want for my 

students because elementary school is a wonderful experience for them. Naturally, I 

inherited some character traits form my parents like hard working, generous, and loving. 

And I always wanted to be number one. I wanted the highest grades; I wanted to be 

spelling be champ, and I always strived for excellence. I never even realized that that was 

thing – I always did it.  

I went to Milby High School, which was the first and most amazing multicultural 

experiences for me. I think that introduced to me what the real world was like. I feel like 

it was a darn lucky to have made the move I made by attending Milby. It was very 
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diverse. I loved it. I feel very lucky that I made that choice. I graduated in the top 5% and 

stayed living with my mom. It was a very traditional home with tortillas and frijoles: a 

very Mexican stereotype. My mother still lives in the neighborhood there.  

I went to the University of Houston – Central Campus. An experience that we had 

during that time was the Challenger Space Shuttle explosion, and the anniversary just 

happened not too long ago. I remember what I was doing and what I was wearing. I 

remember our reaction. Things happening in the world were of interest and it opened my 

world a little more. Not quite sure what I wanted to be. I thought about teaching high 

school. Then I graduated and began working at a bank, which was it was kind of cool. It 

was fancy. I got bored with it because I didn’t know what impact I was making. My high 

school teacher and I connected and she told me and suggested that I go and get my 

Alternative Teaching Certificate, so I did. It was tough when I came into the Alternative 

Teaching Program in the district back then. They really prepared you, but now it’s not 

the same. I was lucky I went through that era when it was tough.  

 

2. Please describe your campus in terms of stakeholder demographics and academic 

achievement.  

We are a Title I School with majority low income students. We are predominantly 

Hispanic. We have a very small population of African American and White students, and 

we have diversity with two races. I really don’t notice them because we are all the same, 

know what I mean? They are all equal. And I have never gotten complaints from a parent 

to say they are picking on my child because of their race.  
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Academic achievement in our school has become much harder to get because of 

social media and distractions at home, so it hinders the efforts we are putting here. 

Academic achievement takes a lot of hard work, and parents need to know their role in 

that as well. We had students that did worse on a test, and their performance went down. 

I check every single child’s score. I speak to the kids and meet with them about their 

progress.   

 

3. Have you always wanted to become an educator or school principal? 

No, I wanted to be a nurse. I just thought that it would be good to help other people. I 

always felt like I was mature of my age even in elementary. Then over time I realized I 

didn’t want to deal with blood. I was more focused on doing well in school and not 

worrying about what I was going to do when I grew up. It was eventually going to come 

to me. Nothing inspired me when I was that young, only working hard. And that’s what I 

did.  

In college, I thought I wanted to teach those occupational classes to the high school 

kids. That’s what I wanted to do. And then I became a teacher after my former teacher 

inspired me to go back. I fell in love with that, and I never thought I was going to be 

principal. I was tapped on the shoulder. My movement up was a tap on the shoulder each 

time.  
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4. Do you believe your ethnic background is an asset to you being the principal at 

this particular campus based on the demographics of the student population? 

I would say yes, but I could only say that because I’m not another race. I wouldn’t 

know whether my personality would win them over. I feel like parents find me 

approachable. I think because they feel comfortable and that I would communicate in 

their language. They know I love the kids. I don’t know if I would say necessarily my 

ethnic background, but I think it helps that I can connect with them. When the kids tell me 

they want to be principal, I get excited.  

 

5. Do you consider yourself relatable to the community? How so? 

Oh, completely. I think we have a lot in common. The things I grew up with are not 

that different and very similar to what they’re exposed to here. I think my genuine interest 

in the welfare of students can be seen. I train and cultivate that in my leadership team. 

Whenever I see parents I haven’t seen in a while it’s “Hola Directora, ¿cómo está?” 

They reach out to me. I guess I can be a social butterfly, and that can help in relating to 

the families here. Sometimes I can talk to them. I can joke with them and make them 

laugh. I tell them certain things and I feel like I have a good relationship with the 

community.  

 

6. Have you experienced support or dismay from the community recently? Based on 

your answer, do you think your ethnic background and/or cultural knowledge has 

helped or deterred you from solving issues that arise? 
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I think so. I know that they appreciate that I do my best to convey information to them 

in their native language. I know they appreciate that I try to bring them in different 

events to keep them close to me. I know they know that I love their kids, in general terms. 

It’s hard for me to say that only because I am Hispanic, and that it doesn’t mean that I 

make a difference. I want to raise up a community that is very much like me; it’s all about 

personality and being genuine.  

 

7. How do you think teachers at this campus perceive you terms of being their 

leader? 

I do feel like they trust me because they know I know teaching. Sometimes when I do 

presentations and I do training myself, they know I know my stuff. I treat them with 

respect. I listen – I’m a good listener. I my front office staff that when a teacher needs to 

speak with me, I tell them that the teachers’ time is limited. They know I’m there to listen 

and I genuinely do so with the concerns they have. When I have something that is not so 

pleasant that I need to tell them, I do so in a respectful manner. I play around with the 

ideas that I get from them, and they know that as well.  

 

8. Do you think students appreciate the fact that they can relate to you based on you 

shared ethnicity and race? 

I think the kids probably see that part of me. Again, it’s how I treat them and talk to 

them. I don’t yell at them. Every child gets a high five or fist bump, and that’s my 

expectation for every kid when they come in. They come into the classroom and that 

teacher has to do something to recognize them. I tell them my story and I speak it with 



 

 

 

206 

such passion, that some of them started crying. I think they find it comforting that I am 

just like them. I tell them that I look just like you and sat in a school just like you are now. 

I have a lot of conversations with kids. I think those conversations connects us. 

 

9. What are your Top 3 priorities and focuses for this campus within the next three 

years? Please feel free to be as open and detailed as possible.  

 

A. To provide students with as many experiences as possible to complement their 

academic learning. And what that means is based on my experience in 

elementary school. I think I had the best experience ever, and that’s is by being 

exposed to different things. We go to see the Astros, and some kid have gone to 

see the opera. We have a veteran’s parade and the kids are either watching or 

participating in it. I want to complement their academics with experiences.  

B. Making sure that I develop their social and emotional part of their lives, and 

I’m limited with that power because once they leave this building, I have no 

idea that will happen to them, and that scares me. I want this to be the place 

where they feel emotionally balanced. If they don’t have it anywhere else, it 

has to come from here. 

C. Producing high student outcomes. I want them to strive to do better. I want 

them to improve upon themselves and behave well. I feel like you can’t do the 

Bloom’s stuff until you’ve got the Maslow’s stuff. 
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Analyzation of Principal Interview Transcript  

The following table shows the vocabulary that the researcher designated to select 

from the transcript of interview conducted with the principals of their respective 

campuses. The vocabulary that was used by the administrator of the campus has been 

identified as indicators of organizational health terms and organized as follows:      

 

Table 4.14: Terms Identified by Researcher from Principal Interview of Administrator D 

Mission Vision Goals Oriented Support Academic/Student 

Achievement 

Visible Performance 

Expectations 

Participation Stakeholders Quality Education 

Collaborate High 

Expectations 

Adaptability Accessibility Trust 

Empower Focused on 

instruction 

Transformation Student 

Centered/Priority 

Encouragement 

Data-Driven Climate Culture Growth and 

Improvement 

Positivity 

 

Out of the selected vocabulary, the following sentences were spoken by Administrator D 

and highlighted by the researcher: 

Goal Oriented  

 And I always wanted to be number one. I wanted the highest grades; I wanted to 

be spelling be champ, and I always strived for excellence. I never even realized 

that that was thing – I always did it. 

Support 

 I listen – I’m a good listener. I my front office staff that when a teacher needs to 

speak with me, I tell them that the teachers’ time is limited. They know I’m there 

to listen and I genuinely do so with the concerns they have. 
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Academic/Student Achievement  

 Academic achievement in our school has become much harder to get because of 

social media and distractions at home, so it hinders the efforts we are putting 

here. 

 Academic achievement takes a lot of hard work, and parents need to know their 

role in that as well. 

Visible  

 Sometimes when I do presentations and I do training myself, they know I know my 

stuff.  

Performance Expectations 

 They come into the classroom and that teacher has to do something to recognize 

them. 

Participation 

 I know they appreciate that I try to bring them in different events to keep them 

close to me 

Stakeholders 

 Academic achievement takes a lot of hard work, and parents need to know their 

role in that as well. 

 I feel like parents find me approachable. 

 Whenever I see parents I haven’t seen in a while it’s “Hola Directora, ¿cómo 

está?” They reach out to me. 
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Quality Education 

 Producing high student outcomes. I want them to strive to do better. 

Collaborate 

 I play around with the ideas that I get from them, and they know that as well. 

High Expectations 

 I check every single child’s score. I speak to the kids and meet with them about 

their progress.   

 I want them to strive to do better. 

Adaptability  

 I know that they appreciate that I do my best to convey information to them in 

their native language. 

Accessibility 

 I speak to the kids and meet with them about their progress.   

 I feel like parents find me approachable. 

 I have a lot of conversations with kids. I think those conversations connects us. 

Trust 

 They know I love the kids. 

 I tell them certain things and I feel like I have a good relationship with the 

community. 

 I do feel like they trust me because they know I know teaching. 

Empower 
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 I train and cultivate that in my leadership team. 

Focused on Instruction 

 Producing high student outcomes. 

 

Student Centered/Priority 

 I felt the loved of all my teachers, and that’s what I want for my students because 

elementary school is a wonderful experience for them. 

 I think my genuine interest in the welfare of students can be seen. 

 To provide students with as many experiences as possible to complement their 

academic learning. 

Encouragement 

 I want to raise up a community that is very much like me; it’s all about 

personality and being genuine. 

 I tell them that I look just like you and sat in a school just like you are now. 

Data-Driven 

 We had students that did worse on a test, and their performance went down. I 

check every single child’s score. I speak to the kids and meet with them about 

their progress.   

Climate 

 I treat them with respect. 
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Culture 

 They are all equal. And I have never gotten complaints from a parent to say they 

are picking on my child because of their race. 

 I tell them certain things and I feel like I have a good relationship with the 

community. 

 Every child gets a high five or fist bump, and that’s my expectation for every kid 

when they come in. 

Growth and Improvement 

 Making sure that I develop their social and emotional part of their lives, and I’m 

limited with that power because once they leave this building, I have no idea that 

will happen to them, and that scares me. I want this to be the place where they 

feel emotionally balanced. If they don’t have it anywhere else, it has to come from 

here. 

 I want them to improve upon themselves and behave well. I feel like you can’t do 

the Bloom’s stuff until you’ve got the Maslow’s stuff. 

Positivity 

 Again, it’s how I treat them and talk to them. I don’t yell at them 
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Frequency Range of Administrator Term Usage  

 Based on the analyzation of the interview transcript of Administrator D, the 

following has been determined as the rage of vocabulary terms usage: 

 

Table 4.15: Frequency Range of Administrator Term Usage of Administrator D 

Term Range Frequency Description  

1 – 4 Terms Very Low 

6 – 10 Terms Moderate Low 

11 – 15 Terms Average 

16 – 20 Terms Moderately High 

21 – 25 Terms Very High 
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Summary of Campus 4 

The following chart shows the results for Campus 4 when it comes to the 

Organizational Health Index – Elementary survey that was administered to teachers:  

 

Table 4.16: Summary of Overall Organizational Health for Campus 4  

Organizational Health Index Score Determinants of School’s Health 

Above 600 Very High 

551-600 High 

525-550 Above Average 

511-524 Slightly Above Average 

490-510 Average 

476-489 Slightly Below Average 

450-475 Below Average 

400-449 Low 

Below 400 Very Low 

 

Based on the results from the Organizational Health Index – Elementary survey 

Campus 4 demonstrated an Above Average level of positive health. The dimensions for 

Campus 4 ranked in the following order, ranging from most to least prevalent: 

1. Collegial Leadership  

2. Teacher Affiliation 

3. Institutional Integrity  

4. Resource Influence   
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5. Academic Emphasis  

Additionally, Administrator D demonstrated a Moderately High frequency of leadership 

terminology, as recorded by the researcher during the interview transcription process.  

 

Campus 5, Administrator E 

Campus Demographics and Information  

Campus 5 is located in an urban school setting in Southeast Texas as part of a 

major school district. The following information gathered from the 2018-2019 Texas 

Accountability Performance Report describes Campus 5 in terms of Student and Teacher 

Demographics, Attendance Rates, Special Populations, and Accountability Rating: 

A. Student Population, with special consideration to overall demographics: 

During the 2018-2019 school year, the total student population for Campus 5 was 581. 

The following are the ethnic distributions of the campus, from descending from the 

largest group: 

Hispanic.…………………………………………………………………………94.0% 

African American.………………………………………………………………..2.9% 

White……………………………………………………………………………..1.9% 

Asian.……………………………………………………………………………..0.8% 

Two or More Races……………………………………………………………….0.4% 

B. Number of teachers and administrators on campus: 

There were a total of 38.0 staff members which includes faculty and staff. As for campus 

administrators, there were 2 listed.  



 

 

 

215 

C. Attendance rate (for student achievement analyzation purposes): 

The attendance rate reported in the 2018-2019 TAPR report, which shows the latest 

available rate available for the campus during the 2017-2018 school year was 97.4%.  

D. Traits of the school according to Texas Accountability Performance Reports 

(i.e. economically disadvantaged; at-risk students; ESL & Bilingual 

population): 

Out of the 520 students enrolled during the 2018-2019 school year, 445 (85.6%) were 

considered economically disadvantaged. A total number of 378 (72.7%) were considered 

having one or more “at-risk” labels. Lastly, the school was home to 224 (43.1%) English 

Language Learners with 197 (37.9%) of those students being in the Bilingual education 

program.  

E. Academic Accountability Rating: 

The Accountability Rating for the 2018-2019 school year for Campus 5 was a ‘B’, along 

with the following distinctions: 

 Academic Achievements in ELA/Reading 

 Academic Achievements in Science 

 Postsecondary Readiness 

 

Organizational Health Index – Elementary Results  

After quantifying the individual teacher surveys following its administration, the 

following are the results of the Organizational Health Index – Elementary provided by 

Hoy and tarter (1997) of Campus 5. The Overall Campus Organizational Health Index 



 

 

 

216 

result of 545.29 suggest that Campus 5 is a campus which exhibits a Above Average 

level of school health according to the Determinants of School’s Health (Hoy and Tarter, 

1997). 

 

Table 4.17: Analyzed Dimensions based on Organizational Health Index – Elementary 

Survey of Campus 5 

 

 

 

 

Health Index 

Scores 

 

Institutional 

Integrity 

Score: 

 

    494.10 

 

Collegial 

Leadership 

Score: 

 

    685.11 

 

Resource 

Influence 

Score: 

 

  510.82 

 

Teacher 

Affiliation 

Score: 

 

   554.06 

 

Academic 

Emphasis 

Score: 

 

  482.35 

 

 

 

Dimensions 

Ranked: 

1. CL 

2. TA 

3. RI 

4. II 

5. AE 
 

 

Standardized 

Score  

 

Lower 

than 84% 

of the 

school 

 

Higher 

than 84% 

of the 

schools 

 

 

Average 

 

 

Average 

 

Lower 

than 

84% of 

the 

schools 

 

 

Overall Campus Organizational Health Index  

 

  

       545.29 

 

 

Principal Interview Transcript  

The researcher met with ‘Administrator E’ in order to conduct the qualitative survey 

that follows. Below is the transcript from the interview of the words and quotes spoken 

by ‘Administrator E’ and highlighted by the researcher: 
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1. Please begin by providing a background of your upbringing. 

I grew up in this area and went to Burnett Elementary, and then from there I went to 

Jackson which is now Navarro Middle School. I graduated from Austin High School. I 

was the first in my immediate family to graduate from high school and college. The first 

to get a bachelor’s degree, master’s, and then one of the very few to graduate with their 

doctorate. I was lucky enough to take part in the Hispanic Family College Project, which 

is college scholarship program founded by the Center for American Studies at the 

University of Houston. That program picked me up at the end of my eight grade at 

Jackson Middle School. They chose 100 random students and I happened to be one in the 

auditorium.  

They told us about college, followed us through high school, brought us to the 

University of Houston, and gave us tutoring and mentors. Once we graduated high 

school, they provided us with full scholarships. We stayed in the dorms for four years. I 

was very fortunate. Throughout those four years, they continued with the tutorials, taught 

us how to dress professionally, and showed us about resumes. We went on professional 

development trips and attended conferences here and in Austin. We went everywhere. 

After the first year, I began working as the research assistant. I would not be here 

without that program. Out of the 100 students that they picked, 80 graduated from high 

school and 50 graduated with at least a bachelor’s degree.  

 

2. Please describe your campus in terms of stakeholder demographics and academic 

achievement.  
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We are both an elementary and Middle School, and both are top ranking. This year, 

our State ranking was a “B”; we have been a “B” for a few years now and wanted to get 

an “A”. Our middle school is a second-time Blue Ribbon Award winner. Our 

demographics are 98% Hispanic. We are maybe 1% African American and 1% White 

and Asian mixed. Our teachers stay here for a long time. I feel like we treat them very 

well and provide them the resources that they ask for – whenever possible, of course. 

This school has been running under the same principal for about 15 years and I was his 

Assistant Principal for the entire time. We seemed to have developed a good rapport with 

the teachers. We hope to continue that since it’s my first year in the principalship, so we 

are striving for that. We want the kids to be successful and want them to be prepared for 

the real world, not just middle and high school. We want them to be happy.  

 

3. Have you always wanted to become an educator or school principal? 

No. See, when I was in high school there was a program called Junior Achievement. 

They came in and taught seniors how to teach finance to elementary kids. I wanted to be 

a lawyer, but after seeing that program, I wanted to be a teacher. I enjoyed begin in the 

classroom. When I told my mom, she taught I as crazy because I was so impatient when I 

was in high school. After that program, I realized I needed to get into teaching.  

 

4. Do you believe your ethnic background is an asset to you being the principal at 

this particular campus based on the demographics of the student population? 

Well, yes, absolutely. I feel like with me being Hispanic then the community members 

who are 98% Hispanic can relate a lot better. They feel more comfortable coming in and 
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talking to me. Historically they always could come in and talk without an appointment. I 

know of some schools who don’t have a Latino principal and our former parents would 

call us and ask for help in how to communicate with them. We are constantly helping 

parents bridge their relationships with their non-Hispanic principals.  

 

5. Do you consider yourself relatable to the community? How so? 

Sure. I feel like I have made myself available and am very open to parents. When we 

are at dismissal, I am outside helping dismiss the kids. For arrivals, I am in the front of 

the campus welcoming everyone in. If you are ever here when we are having arrival and 

dismissal, you will see that everyone is pretty friendly, always saying “good morning” 

and asking everyone how they are. So yes, I would say so.  

 

6. Have you experienced support or dismay from the community recently? Based on 

your answer, do you think your ethnic background and/or cultural knowledge has 

helped or deterred you from solving issues that arise? 

I mean, as far as the outside community is considered – no, not that I am aware of 

any dismay. This year in the summer, our former principal was told in July that he was 

going to be promoted and they were looking for me to apply to the principalship. The 

whole process consists of getting community members to come in and share their 

thoughts. They were explained how the process would be and that I was applying. 

Everyone approved of me being the principal. The teachers, 100% of them, signed a 

petition saying that they would want me to be the principal. The teachers would say that 

they wanted me. We had stakeholders of all sorts as part of the panel, and I had majority 
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support. I think it was 10 different members all together.  

 

7. How do you think teachers at this campus perceive you terms of being their 

leader? 

I think they have seen me in the leadership role already, so it’s not very much as a 

transition. Now, with some teachers who had better relationships with the former 

principal than me, maybe it might be more of an abrasive relationship. Overall, I think 

they would say that I seek their input and value it before I make decisions.  

 

8. Do you think students appreciate the fact that they can relate to you based on you 

shared ethnicity and race? 

Yes. Even as teacher I would talk to my students about not being able to grow up in 

the suburbs. We were just as poor as the majority of the students. My parents didn’t have 

a lot of money, and they made sure that I was in school every day. They made sure that I 

was here, being respectful and listening. So yea, I tell them that I lived down the street 

and that I was just like them.  

 

9. What are your Top 3 priorities and focuses for this campus within the next three 

years? Please feel free to be as open and detailed as possible.  

A.           Making sure that all of our students are safe.  

B.           Making sure that all students are thriving. 

C.          Making sure that all students are prepared or the real world. Not only for    
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         middle, high, or college, but also beyond. We have really strong teachers at   

         every grade level. 

 

Analyzation of Principal Interview Transcript  

The following table shows the vocabulary that the researcher designated to select 

from the transcript of interview conducted with the principals of their respective 

campuses. The vocabulary that was used by the administrator of the campus has been 

identified as indicators of organizational health terms and organized as follows:    

 

Table 4.18: Terms Identified by Researcher from Principal Interview of Administrator E 

Mission Vision Goals Oriented Support Academic/Student 

Achievement 

Visible Performance 

Expectations 

Participation Stakeholders Quality Education 

Collaborate High 

Expectations 

Adaptability Accessibility Trust 

Empower Focused on 

instruction 

Transformation Student 

Centered/Priority 

Encouragement 

Data-Driven Climate Culture Growth and 

Improvement 

Positivity 

 

Out of the selected vocabulary, the following sentences were spoken by Administrator E 

and highlighted by the researcher: 

Goal Oriented  

 Making sure that all students are prepared or the real world. Not only for middle, 

high, or college, but also beyond. 
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Support 

 I feel like we treat them very well and provide them the resources that they ask for 

– whenever possible, of course. 

 I know of some schools who don’t have a Latino principal and our former parents 

would call us and ask for help in how to communicate with them. 

 Everyone approved of me being the principal 

Academic/Student Achievement  

 Our middle school is a second-time Blue Ribbon Award winner. 

 Making sure that all students are thriving. 

Visible  

 When we are at dismissal, I am outside helping dismiss the kids. For arrivals, I 

am in the front of the campus welcoming everyone in. 

Performance Expectations 

 We are both an elementary and Middle School, and both are top ranking. This 

year, our State ranking was a “B”; we have been a “B” for a few years now and 

wanted to get an “A”. Our middle school is a second-time Blue Ribbon Award 

winner. 

Participation 

 When we are at dismissal, I am outside helping dismiss the kids. For arrivals, I 

am in the front of the campus welcoming everyone in. 
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Stakeholders 

 I feel like with me being Hispanic then the community members who are 98% 

Hispanic can relate a lot better. They feel more comfortable coming in and 

talking to me 

 The whole process consists of getting community members to come in and share 

their thoughts. 

 We had stakeholders of all sorts as part of the panel, and I had majority support. 

Quality Education 

 We are both an elementary and Middle School, and both are top ranking. This 

year, our State ranking was a “B”; we have been a “B” for a few years now and 

wanted to get an “A”. Our middle school is a second-time Blue Ribbon Award 

winner. 

Collaborate 

 Overall, I think they would say that I seek their input and value it before I make 

decisions. 

High Expectations 

 This year, our State ranking was a “B”; we have been a “B” for a few years now 

and wanted to get an “A”.  

Accessibility 

 Historically they always could come in and talk without an appointment. 
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 We are constantly helping parents bridge their relationships with their non-

Hispanic principals. 

 I feel like I have made myself available and am very open to parents. 

Trust 

 We seemed to have developed a good rapport with the teachers. We hope to 

continue that since it’s my first year in the principalship, so we are striving for 

that. 

 They feel more comfortable coming in and talking to me 

Empower 

 Making sure that all students are thriving. 

Focused on Instruction 

 We are both an elementary and Middle School, and both are top ranking. 

Student Centered/Priority 

 We want the kids to be successful and want them to be prepared for the real 

world, not just middle and high school. We want them to be happy. 

Encouragement 

 So yea, I tell them that I lived down the street and that I was just like them. 

Climate 

 Our teachers stay here for a long time. 
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Culture 

 If you are ever here when we are having arrival and dismissal, you will see that 

everyone is pretty friendly, always saying “good morning” and asking everyone 

how they are. 

Growth and Improvement 

 This year, our State ranking was a “B”; we have been a “B” for a few years now 

and wanted to get an “A”. 

Positivity 

 I mean, as far as the outside community is considered – no, not that I am aware of 

any dismay. 

 

Frequency Range of Administrator Term Usage  

 Based on the analyzation of the interview transcript of Administrator E, the 

following has been determined as the rage of vocabulary terms usage: 

Table 4.19: Frequency Range of Administrator Term Usage of Administrator E 

Term Range Frequency Description  

1 – 4 Terms Very Low 

6 – 10 Terms Moderate Low 

11 – 15 Terms Average 

16 – 20 Terms Moderately High 

21 – 25 Terms Very High 
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Summary of Campus 5 

The following chart shows the results for Campus 5 when it comes to the 

Organizational Health Index – Elementary survey that was administered to teachers:  

 

Table 4.20: Summary of Overall Organizational Health for Campus 5  

Organizational Health Index Score Determinants of School’s Health 

Above 600 Very High 

551-600 High 

525-550 Above Average 

511-524 Slightly Above Average 

490-510 Average 

476-489 Slightly Below Average 

450-475 Below Average 

400-449 Low 

Below 400 Very Low 

 

 Based on the results from the Organizational Health Index – Elementary survey 

Campus 5 demonstrated an Above Average level of positive health. The dimensions for 

Campus 5 ranked in the following order, ranging from most to least prevalent: 

1. Collegial Leadership  

2. Teacher Affiliation 

3. Resource Influence  

4. Institutional Integrity  
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5. Academic Emphasis  

Additionally, Administrator E demonstrated a Moderately High frequency of leadership 

terminology, as recorded by the researcher during the interview transcription process.  

 

Summary of Campus Findings   

As mentioned in Chapter III, the results of the qualitative study which are 

represented in the following table are sorted by Academic Accountability Rating. 

Although some campuses have “Total” results which may be higher than the rest, it was 

not a determining factor for their placement on the table.  

According to the 2018-2019 Texas Academic Performance Report (TAPR), all 

campuses included in this study have an accountability rating listed at ‘C’ or higher. Any 

campuses that had an ‘F’ were not considered for the purposes of the research. The 

Dimensions of Organizational Health based on Hoy & Tarter (1997) are listed in numbers 

ranging from ‘1’ thru ‘5’, with 1 being the most prevalent amongst the participants who 

were administered the survey. The following table shows the results of the research study 

for the campuses included in this work: 

 

 

 

 

 

 

 



 

 

 

228 

Table 4.21: Summary of Organizational Health Index – Elementary Results 

 

Campus 

 

 

Dimensions of Organizational Health 

(II, CL, RI, TA, AE) 

 

 

Total  

 

Accountability 

Rating 

 

Campus 1 

 

 

1. CL 

 

 

2. TA 

 

 

3. RI 

 

 

4. AE 

 

 

5. II 

 

612.94 

 

A 

 

Campus 5 

 

 

1. CL 

 

 

2. TA 

 

 

3. RI 

 

 

4. II 

 

 

5. AE 

 

545.29 

 

B 

 

Campus 4 

 

 

1. CL 

 

 

2. TA 

 

 

3. II 

 

 

4. RI 

 

 

5. AE 

 

528.66 

 

C 

 

Campus 3 

 

 

1. CL 

 

 

2. TA 

 

 

3. II 

 

 

4. RI 

 

 

5. AE 

 

517.98 

 

C 

 

Campus 2 

 

 

 

1. CL 

 

 

2. TA 

 

 

3. RI 

 

 

4. AE 

 

 

5. II 

 

631.32 

 

C 

 

 

 

As observed, the results of the Organizational Health Index – Elementary 

provided by Hoy & Tarter (1997) show how the campuses scored on the survey. The 

schools that are a part of this study were selected purposefully in order to fit the criteria 

of the research: 
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A. Population of Hispanic/Latino students greater than 90%; 

B. Hispanic/Latino administrator; 

C. Given a ‘A, ‘B’, ‘C’, or ‘D’ in their campus accountability rating according to 

the 2018-2019 Texas Accountability Performance Report; and,  

D. Considered a ‘Title I’ campus according to Local, State, and Federal 

Education Agencies 

Based on these factors, a holistic understanding can be obtained about the results of the 

Organizational Health Index – Elementary that was administered to the participants in 

this study. Out of the five dimensions of Organizational Health (Institutional Integrity; 

Collegial Leadership; Resource Influence; Teacher Affiliation; and Academic Emphasis) 

found in the survey by Hoy & Tarter (1997), the results from the administration of the 

survey in the participating campuses show similarities across the dimensions. 
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CHAPTER V 

IMPLICATIONS, RECOMMENDATIONS, AND CONCLUSION 

Introduction 

Chapter V offers the implications, recommendations, and conclusions from this 

comparative qualitative research study. The following research questions that are posed 

in Chapter I are answered and are as follows: 

1. How do the leadership styles of Latino principals affect the Organizational Health 

of their campus?  

2. Which of the Five Dimensions of Organizational Health is most common in high 

performing primary schools led by Latino Principals? 

3. What are the perceptions of principals of the campuses they administer? 

In this research study, data was taken from both principals and teachers on the 

Organizational Health of the campus and the leadership styles of the principals.  

Additionally, along with the researcher’s thoughts regarding the analyzation of 

the data presented in Chapter IV, Chapter V will serve as the conclusion of this study by 

offering implications and recommendations for future study regarding the topic of 

Organizational Health and Hispanic/Latino Administrators.  

 

Overview of the Research Study 

This qualitative research study sought to understand the Organizational Health of 

primary school campuses and the relationship between administrator ethnicity and overall 

campus success, especially student academic achievement. The researcher determined the 
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schools that were eligible to participate in this research study based on the following 

factors:  

A. Population of Hispanic/Latino students greater than 90%; 

B. Hispanic/Latino administrator; 

C. Given a ‘A, ‘B’, ‘C’, or ‘D’ in their campus accountability rating according to 

the 2018-2019 Texas Accountability Performance Report; and, 

D. Considered a ‘Title I’ campus according to Local, State, and Federal 

Education Agencies 

By being able to determine which campus within the district that would participate in the 

study, the researcher was able to narrow down the schools that best fit the criteria for the 

study.  

 Once the campuses were selected, the researcher asked the respective leaders for 

their participation with a total of five agreeing to participate. After data was collected 

from each campus using the Organizational Health Index – Elementary survey for 

primary campuses created by Hoy & Tarter (1997), the results were quantified and the 

transcriptions recorded and noted by the researcher. The survey that was administered to 

teachers focused on the following five dimensions of Organizational Health in primary 

campuses according to Hoy & Tarter (1997):  

A. Institutional Integrity: Describes a school that has integrity in its educational 

program. The school is not vulnerable to narrow, vested interests of 

community groups; indeed, teachers are protected from unreasonable 

community and parental demands. The school is able to cope successfully 

with outside forces.  
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B. Collegial Leadership: Refers to behavior by the principal that is friendly, 

supportive, open, and guided by norms of equality. At the same time, 

however, the principal sets the tone for high performance by letting people 

know what is expected of them. 

C. Resource Influence: Describes the principal’s ability to affect the action of 

superiors to the benefit of teachers. Teachers are given adequate classroom 

supplies, and extra instructional materials and supplies are easily obtained.  

D. Teacher Affiliation: refers to a sense of friendliness and strong affiliation 

with the school. Teachers feel good about each other and, at the same time, 

have a sense of accomplishment from their jobs. They are committed to both 

their students and their colleagues. They find ways to accommodate to the 

routine, accomplishing their jobs with enthusiasm.  

E. Academic Emphasis: Refers to the school’s press of achievement. The 

expectation of high achievement is met by students who work hard, are 

cooperative seek extra work, and respect other students who get good grades.  

Once the analyzation of the data from the administered surveys was complete and the 

dimensions of Organizational Health for each of the participating primary campuses 

determined, an overall score was assigned to each campus. Additionally, each dimension 

was rated on a scale from ‘1’ thru ‘5’, with ‘1’ being the most prevalent.  

 In order to better gauge how the perception of the teaching staff that participated 

in the survey aligned to the views of the administrator for their respective campus, each 

administrator was asked a total of nine questions by the researcher that highlighted their 

background, determined their participation within the school, and captured their 
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leadership style. This was determined by the researcher through the use of certain terms 

or sentences spoken by the administrator.  

 With all of the present available data, the researcher was able to appropriately 

gauge the organizational health of each of the primary campuses that participated in this 

comparative qualitative study.   

 

Research Question #1 

1. How do the leadership styles of Latino principals affect the Organizational Health 

of their campus?  

The principals that took part in this comparative qualitative study responded to 

questions that were designed by the researcher in order to properly gauge their personal 

experiences and backgrounds, views of the leadership role, and perceptions of their 

respective campuses. After a thorough analyzation of their recorded transcripts and using 

select terminology, it was determined that most leaders exhibited the transformational 

leadership style. This was also supported by the results from the Organizational Health 

Index – Elementary survey that teachers from each campus completed.  

According to Avolio, Waldman, & Yammarino (1991), transformational leaders have 

been characterized into that they refer to as the “Four I’s of Transformational leadership”: 

Inspirational Motivation, Influence, Intellectual Stimulation, and Individual 

Consideration. These leaders will display these factors throughout their leadership style 

and influence the stakeholders of the school. Additionally, when the administrative body 

in the school makes it their goal to better the organization through the combined efforts 

of the teachers, school staff, and community, they are exhibiting factors of 
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transformational leadership. These leaders possess insight and the knowledge necessary 

to propel the school to excellence. 

Hispanic/Latino leaders in their schools were perceived by their teachers as being 

“friendly, supportive, open, and guided by norms of equality” (Hoy and Tarter, 1997, p. 

31). According to the transcripts recorded from the interviews, principals also exhibited 

knowledge of the transformational leadership terminology by exhibiting it in their 

responses. In turn, the organizational health of the campus is positively affected by the 

openness and supportive manner and transformational leadership style that the principal 

exhibits.  

 

Research Question #2 

2. Which of the Five Dimensions of Organizational Health is most common in high 

performing primary schools led by Latino Principals? 

According to the Organizational Health Index – Elementary surveys completed by 

teachers, the highest scoring mark for all campuses was “Collegial Leadership”. 

According to Hoy and Tarter (1997), Collegial Leadership can be defined as the 

“behavior by the principal that is friendly, supportive, open, and guided by norms of 

equality. At the same time, however, the principal sets the tone for high performance by 

letting people know what is expected of them” (p. 31).  

Out of the five campuses included in this study, all scored equally the same when it 

came to the first two dimensions provided by Hoy and Tarter (1997) in the administered 

Organizational Health Index – Elementary survey. “Collegial Leadership” and 

“Affiliation” were the first and second dimensions, respectively, for all schools. Out of 
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the five campuses, Campus 1, 2, and 5 recorded “Resource Influence” as their third 

dimension, while Campuses 3 and 4 recorded “Institutional Integrity”. For the fourth least 

prevalent dimension, Campuses 1 and 2 listed “Academic Emphasis”, Campus 5 

“Institutional Integrity”, and lastly Campuses 3 and 4 recorded “Resource Influence”. 

Lastly, the results of the Organizational Health Index – Elementary survey recorded that 

Campuses 3, 4, and 5 listed Academic Emphasis as their least prevalent dimension, while 

Campuses 1 and 2 recording “Institutional Integrity”. It is interesting to note that 

although the main purpose of the study was to explore the results of organizational health 

in high achieving campuses with Latino/Hispanic leaders, the dimension of “Academic 

Emphasis”, or how much “press” the school has on academic achievement, was one of 

the lowest scoring dimensions across all healthy campuses in this research study, 

managing only a top spot of the fourth least prevalent dimension in schools.  

For all campuses included in this study, their accountability ratings for the 2018-2019 

school year were ‘C’ or above: three campuses achieved a ‘C’; one campus achieved a 

‘B’; and the last one an ‘A’. Not only did the campuses achieve the standards set forth by 

the state of Texas, but did so while at the same time maintaining a healthy and positive 

climate that was concluded by survey administration results and principal interview 

transcripts.  

 

Research Question #3 

3. What are the perceptions of principals of the campuses they administer? 

According to the results from the interview transcripts that the researcher recorded 

from his conversations with the principals of each campus, it was concluded that the 
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principals in this research study hold very positive perceptions of their respective 

campuses. During the process in which the researcher interviewed the principals by 

means of the nine questions constructed for the purposes of this study, the researcher was 

able to accurately record verbatim the responses of the administrators. In doing so, 

selected terminology was pulled from the responses directly and indirectly. This 

terminology was used to determine not only the leadership style of the principal along 

with the surveys completed by teachers, but also their individual perceptions of their own 

campuses.  

 Principals spoke warmly of their campuses, but mainly of their students and staff. 

The dedication they have for their learning communities was evident as they described 

what it takes to be an effective leader for their schools on a daily basis. Being that the 

principals were of Hispanic/Latino descent and ethnicity, it was not lost on them that the 

student population and community they serve was represented in their own culture. In 

their transcripts, all principals spoke of their engagement with the community and how 

well they were received by stakeholders when their campuses held functions.  

 Additionally, the campus principals are aware of what challenges their respective 

campuses provide them with. It is known to them that the majority of their students are 

economically disadvantaged, with a number of them having “at-risk” labels. 

Nevertheless, the principals state that their goals are to make sure that every child 

received the best education possible and that no differences are made. Interestingly 

enough, most of these principals grew up on the same area as the same students that they 

now oversee and administer. Perhaps it is this cultural, social, and economic 
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understanding that the principals share with their students that make them the effective 

leaders that they are.  

 

Discussion of Results 

After reviewing and analyzing the data of the Organizational Health Index – 

Elementary survey administered to teachers of each campus and the recorded transcript of 

the interview with campus leaders, the data points to results that is supported by current 

literature.  

In this comparative qualitative research study, the researcher set out to explore the 

effects of the principal’s leadership style on campus’ organizational health and its effect 

on student achievement. After data was gathered and analyzed, it was concluded that out 

of the five dimensions present in Hoy and Tarter’s (1997) Organizational Health Index – 

Elementary survey, “Collegial Leadership” – or how friendly, supportive, and open the 

principal of the campus is towards its staff – was the most prevalent dimension in all five 

campuses. Moreover, all campuses shared the same second-most prevalent dimension: 

“Teacher Affiliation”, or in other words, the friendliness, commitment, and enthusiasm 

teachers have for completing their jobs effectively in their campuses.   

As for principals, their recorded interviews yielded significant results in terms of 

the common organizational health perspectives. Pairing the dimensions of “Collegial 

Leadership” and “Teacher Affiliation”, both of which encompass positive relationships in 

schools, principals also spoke mainly of how they felt supported and encouraged to 

continue leading effectively. The terms highlighted in their interview pointed to having 

strong relationships with teaching staff, students in the school, and parents from the 
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community. Principals also mentioned that their expectations were high of all members 

on campus, as reflected in the organizational health survey results.  

 

Implications for School Administrators  

Various elements that were present and understood throughout this research study 

will possibly serve as implications for school administrators as they strive for a positive 

organizational health in their campuses. It is important to note that although this 

comparative study was carried out in primary campuses, the same could be implemented 

in secondary campuses. The purpose of this study was aimed at studying the effects of an 

administrator’s ethnicity and leadership style and how that affected the overall 

organizational health of their respective schools.  

When it comes to understanding organizational health, administrators need to 

observe the sub-dimensions that make-up and affect the overarching health of their 

campuses. Although school climate and culture are crucial to the success of a school, 

administrators must not forget about the elements that make-up climate and culture 

themselves. One must familiarize him or herself with topics such as teacher efficacy, 

faculty and staff job satisfaction, and teacher morale. Understanding these factors and 

how they affect school climate in culture – and, in turn, organizational health – will 

provide school administrators with an effective strategy on bettering their campuses.  

Another option that could prove beneficial for leaders would be understanding the 

benefits of creating lasting relationships in the work environment between school 

administrators and faculty. The results yielded in this comparative research study from 

the use of the Organizational Health Index – Elementary survey provided by Hoy & 
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Tarter (1997) point to the dimension of ‘Collegial Leadership” as the recurring factor that 

was present in schools with above average health. Referring to the relationship between 

teachers and the principal and how approachable, friendly, and accessible the principal at 

the campus is, Collegial Leadership was the most prevalent dimension at each of the 

primary campuses that participated in this research study.  

Administrators at each campus revealed that although they feel like they could be 

equally successful at any campus no matter what the student demographics were, they did 

mention that having a relatable ethnicity and culture to the student body and surrounding 

community was an undoubtable advantage to creating relationships with stakeholders. 

This can be taken into account by school districts when it comes to principal placement at 

their campuses. Crawford & Fuller (2014) explain that “Texas has experienced a 

dramatic population growth among its school-aged population, which carries implications 

for schools, school leaders, and school leadership preparation programs,” creating a sense 

of urgency that when it comes to choosing the right leader for each campus, ethnicity and 

culture play a significant role (p. 47).  

With the amount of professional development that principals receive before they 

are to take over schools and during their tenure, school districts and leaders who are in 

charge of schools take time to develop their leaders with trainings based on building 

effective and lasting relationships in schools. Of course, this is an aim for every year 

when it comes to teachers and students, but it also needs to be a focus for administrators 

and teachers. Being able to identify the factors that could increase a warm atmosphere 

between principal and faculty could prove to be beneficial for any campus.   
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Lastly, school administrators need to be seen throughout their campus by being 

actively involved with students, faculty, and staff. Administrators need to have 

interactions with stakeholders and understand that it is their responsibility to ensure their 

approachability. Building positive relationships and maintaining a positive health within 

their organization requires that principals take time to wonder the hallways and interact 

with teachers as much as they do with students. From the vocabulary terms that were 

highlighted in this study for principals to mention in their interviews, it is evident that 

being an encouraging leader while supporting the academic growth of students is their 

top priority.  

 

Recommendations for Future Research  

Researchers who are interested in organizational health in public or private 

schools have many avenues form which to guide their studies. Although this study 

focuses on primary campuses with a definite set of criteria that the researcher has chosen, 

there are other variables that researchers could consider when structuring their studied.  

In this comparative research study, the researcher focused on primary campuses 

that were led by Hispanic/Latino principals. Additionally, these campuses served a 

student population of more than 90%, was considered ‘Title I’ under the Texas Education 

Agency, and had met accountability standards between ‘A’ thru ‘D’; however, no 

campuses held a ‘D’ distinction for the 2018-2019 school year. While the results of this 

comparative qualitative study pointed at the importance of principal-teacher relationships 

as a determinant of positive organizational health, different results may be present should 

the campus criteria be different.  
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Future researchers may wish to focus on campuses that have not met 

accountability standards to observe the most prevalent dimension of organizational health 

affecting the lack of achievement from all involved stakeholders. Additionally, future 

research may focus solely on the organizational health of the campus and not the 

ethnicity and cultural commonality between principal and students. In this study, 

principals did mention that although they did not see their ethnicity as a common factor 

and that of +90% of the student body population, they did agree that it benefitted them 

when it came to building relationships with parents and other stakeholders at public 

events. This, in turn, positively affects the organizational health of the school.  

Considering the results of this study, researchers who wish to use the 

Organizational Health Index – Elementary survey as their theoretical framework for their 

research may also wish to consider a multi-district approach. Because this study was 

limited to one large, urban city in Southeast Texas and therefore within one district, there 

may be variables that could have observed further should schools under different district 

jurisdictions participated.  

Lastly, researchers could focus on the development of administrators by their 

school districts and how their professional trainings prepare them for ensuring that 

positive relationships are one of their priorities on their campus. With organizational 

health in mind and its effects on the success of the school according to accountability 

standards, it would be imperative for leaders to have the knowledge and capability to 

exercise this on their respective campuses.  
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Conclusion of Research Study  

All teachers and administrators who participated in this research study contributed 

greatly to the researcher’s understanding of what it means for a campus to be a healthy 

organization. According to Cohen et. al. (2009a), “each person contributed to the 

operations of the school and the care of the physical environment…school climate is 

more than individual experience: It is a group phenomenon that is larger than any one 

person’s experience.” Much like climate in schools, organizational health can be defined 

in the same “group phenomenon” terms. Although it is one term, there are many sub-

dimensions that encompass organizational health, with school climate being one of them.   

When determining the Organizational Health of a school, there are many variables 

that need to be taken into consideration. Although school climate and culture is 

imperative to understanding how the school functions, there are smaller, yet crucial 

elements that need to be highlighted and taken into account. Chapter II of this research 

study focuses on characteristics that encompass elements such as teacher efficacy, job 

satisfaction, staff morale, and sub-dimensions of the overall organizational health 

according to researchers in the matter.  

In order to gain a holistic understanding of how a positive organizational health 

can be achieved in a primary or secondary campus, administrators need to be familiar 

with the characterizes of what it takes to achieve this and the overarching factors that will 

eventually lead to a healthy organization: building positive relationships in schools. As 

MacNeil et. al. (2009) state, “highly motivated teachers have greater success in terms of 

student performance and student outcomes. School principals seeking to improve student 

performance should focus on improving the school’s culture by getting the relationships 
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right between themselves, their teachers, student and parents” (p. 77-78). Without the 

effort from campus principals to ensure that these positive relationships are not only 

made but also sustained, the chances of the school’s achievement being seen through the 

positive health of the building would be slim.  

The answer lies in the positive relationships that exist on campus and the power of 

the school principal to make them happen. While a common factor of ethnicity and 

culture becomes a great asset to building a positive health in the school, it is the ability of 

the campus principal that will determine the success of these relationships within the 

school walls. When positive relationships can be made in the school setting and the 

effects of the administrative efforts can be seen by the teaching staff, a positive health for 

the overall organization within the school will be evident.   
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Letter Requesting Permission to Use Organizational Health Index – Elementary 

Survey in Research Study 
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Letter Requesting Permission to Use Organizational Health Index – Elementary 

Survey in Research Study 

 

Tuesday, March 28th, 2019 

 

 

Good afternoon, Dr. Hoy 

 

My name is Pablo German Siboldi, and I am a Doctoral Student at Houston 

Baptist University in Houston, Texas.  

I am conducting a comparative study on Organizational Health in Elementary 

Schools with Hispanic/Latino Administrators with a 90%+ Hispanic/Latino campus study 

body. I am focusing on the similarities between the successes of these schools and the 

impact that the ethnicity of the head administrator (i.e. principal) and student body have 

on the overall Organizational Health of the school. I believe your instrument will yield 

great data and am looking forward to connecting with you on the matter.  

 

I have the full support of my doctoral advisors and committee and am looking 

forward to your response.  

 

Best,  

 

Pablo German Siboldi  
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Response to Letter Requesting Permission to Use Organizational Health Index – 

Elementary Survey in Research Study 
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Letter Requesting Permission to Use Organizational Health Index – Elementary 

Survey in Research Study 

 

Friday, March 29th, 2019 

 

Dear Pablo, 

 

You have my permission to use the Organizational Health Scale for elementary 

schools for your research. The measure and other relevant information are found on my 

webpage www.waynekhoy.com. 

 

Good luck in your research. 

 

Wayne 

 

Wayne K. Hoy 

Fawcett Professor Emeritus in 

Education Administration 

The Ohio State University 

www.waynekhoy.com 

 

 

7655 Pebble Creek Circle, #301 

Naples, FL 34108 

Email: whoy@mac.com 

Phone: 239 595 5732 

 

 

 

http://www.waynekhoy.com/
http://www.waynekhoy.com/
mailto:whoy@mac.com
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Campus Consent Form 

 

XXXXXXX, Principal 

XXXXXXX, Elementary School 

Street Address 

City, Texas Zip 

 

To the Administrator Addressed,  

This letter serves to request permission to collect data for my doctoral dissertation 

study entitled, "A Comparative Study of Latino Principals and Campus Organizational 

Health Affecting Student Achievement in Title I Urban Primary Schools". I am currently 

a doctoral candidate at Houston Baptist University. I plan to begin the data collection 

process during the fall of XXX and complete all of my data collection that same school 

year. The approximate time frame established for campus interviews is XXX.  

 

The purpose of this study is to compare the organizational heath of primary 

campuses and the relationship between principals’ leadership styles and student 

achievement. Specifically, the study will identify the individual schools’ climate through 

the perception of teachers through a valid Organizational Health Index survey and the 

leadership style of the principals through interview questions designed by the researcher. 

Additionally, this study will use the data collected from the surveys and interviews and 

compare those to the overall student achievement of the campus, yielding an accurate 

look as to the overall health of the school. By visiting the campuses, dissecting the 

thought processes, and analyzing the data gathered, I want to be able to identify those 

factors that have impacted the organizational health of each school and how the 

leadership in each campus works to ensure success. In order to accomplish this task, I 

will interview campus administrators and provide teachers with a Likert-scale survey. 

The initial administrator interview will last between 30 to 45 minutes, with any 

subsequent interviews no longer than 30 minutes each if needed. The survey that campus 

teachers will take will require no longer than 10-15 minutes. This can best be completed 

in any staff meetings throughout the fall or spring semester. If required by the researcher 

or requested by the principal, the follow up interview will serve to clarify points made 

during the initial interview. Interviews will be audio-taped to insure reliability.  

The results of this study and the best practices guide will empower campus 

administrators and school districts by giving examples of policies, thought processes, or 

programs that have been proven to propel a campus' overall organizational health. By 

striving to understand the experiences of successful campuses, decision makers may be 

better prepared to lead their campuses to success. Upon completion of the study a copy of 



 

 

 

273 

the final dissertation will be provided to the school district. If you consent to participate 

in the study, please complete and return the attached Participant Consent Form.  

If you have any questions or concerns regarding this study, please contact me at 

832- 465-5003 (cell), or you may contact my dissertation chairpersons, Dr. Walter Bevers 

at 281-649-3128, or Dr. Julie Fernandez at 281-649-3552. Your earnest consideration of 

this request is very much appreciated. I look forward to your positive response.  

 

Sincerely,  

 

Pablo G. Siboldi 

 Doctoral Student 

 Houston Baptist University 
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District/Campus Participation Consent Form 
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District/Campus Participation Consent Form 

 

"I understand the purpose of this study, and I agree for this study to be conducted 

in District Chosen ISD. I also agree to the researcher conducting audio-taped interviews. 

I understand that the campus and district will be identified in the final study. I also 

understand that I can withdraw from this study at any time that I so choose."  

 

 

 

 

_____________________________  _________________________________ 

Signature of Researcher (Date)   Signature of the Participant (Date)  

 

Pablo G. Siboldi     Dr. Walter J. Bevers, Dissertation Co-Chair 

Doctoral Student         Assistant Professor of Education 

22026 Canyonwood Park Lane     Houston Baptist University  

Richmond, Texas     7502 Fondren Rd 

832-465-5003 (Cell)     Houston, TX, 77074 

                                                                        281-649-3128 (Work)        

       Dr. Julie Fernandez, Dissertation Co-Chair 

                                                            Dean of the College of Education  

         Houston Baptist University   

     7502 Fondren Rd     

     Houston, TX, 77074 

                                                            281-649-3552 (Work) 
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Informed Consent Form (Interviewee)  
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Informed Consent Form (Interviewee) 

 

I freely and voluntarily and without element of force or coercion, consent to 

participating in the research study entitled "A Comparative Study of Latino Principals 

and Campus Organizational Health Affecting Student Achievement in Title I Urban 

Primary Schools" 

This research is being conducted by Pablo G. Siboldi, a Doctoral student at 

Houston Baptist University. I understand the purpose of this study is to gauge the 

organizational health of elementary campuses in relationship to student achievement. I 

understand that if I consent to participation in this project, I will be asked questions 

pertaining to my participation in the decision making and campus improvement activities.  

I understand that I will be interviewed by Pablo G. Siboldi no more than two 

times with each interview lasting no more than 30-45 minutes. Each interview will be 

audio-taped in order to maintain reliability. I understand that my participation is totally 

voluntary and I may stop participation at any time. All data collected from the interviews 

will be of a public nature, but my name and name of my campus will be protected for 

privacy purposes.  

I understand that there are benefits to participating in this project. The results of 

this study will empower campus leaders to identify proven strategies to improve their 

campus success through the sharing of professional experiences.  

I understand that this consent may be withdrawn at any time without prejudice, 

penalty, or loss of benefits to me. I have been given the right to ask and have answered 

any questions concerning this study. Questions, if any, have been answered to my 

satisfaction. I understand that I may contact Pablo G. Siboldi at 832-465-5003 (cell),  

Dr. Walter Bevers, Dissertation Co-Chair at 281-649-3128, or Dr. Julie Fernandez, 

Dissertation Co-Chair at 281-649-3552 (work) at any time to address any further 

questions or concerns regarding this study.  

_______________________________            ________________________________ 

Participant’s Name (Please Print)     Participant’s Signature 
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_______________________________ 

Date 
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Superintendent Consent Form 

 

Chosen ISD 

Street Address 

City, Texas Zip 

Dear Superintendent,  

This letter serves to request permission to collect data for my doctoral dissertation 

study entitled, "A Comparative Study of Latino Principals and Campus Organizational 

Health Affecting Student Achievement in Title I Urban Primary Schools". I am currently 

a doctoral candidate at Houston Baptist University. I plan to begin the data collection 

process during the fall of XXX and complete all of my data collection that same school 

year. The approximate time frame established for campus interviews is XXX.  

 

The purpose of this study is to compare the organizational heath of primary 

campuses and the relationship between principals’ leadership styles and student 

achievement. Specifically, the study will identify the individual schools’ climate through 

the perception of teachers through a valid Organizational Health Index survey and the 

leadership style of the principals through interview questions designed by the researcher. 

Additionally, this study will use the data collected from the surveys and interviews and 

compare those to the overall student achievement of the campus, yielding an accurate 

look as to the overall health of the school. By visiting the campuses, dissecting the 

thought processes, and analyzing the data gathered, I want to be able to identify those 

factors that have impacted the organizational health of each school and how the 

leadership in each campus works to ensure success. In order to accomplish this task, I 

will interview campus administrators and provide teachers with a Likert-scale survey. 

The initial administrator interview will last between 30 to 45 minutes, with any 

subsequent interviews no longer than 30 minutes each if needed. The survey that campus 

teachers will take will require no longer than 10-15 minutes. This can best be completed 

in any staff meetings throughout the fall or spring semester. If required by the researcher 

or requested by the principal, the follow up interview will serve to clarify points made 

during the initial interview. Interviews will be audio-taped to insure reliability.  

The results of this study and the best practices guide will empower campus 

administrators and school districts by giving examples of policies, thought processes, or 

programs that have been proven to propel a campus' overall organizational health. By 

striving to understand the experiences of successful campuses, decision makers may be 

better prepared to lead their campuses to success. Upon completion of the study a copy of 

the final dissertation will be provided to the school district. If you consent to participate 
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in the study, please complete and return the attached Participant Consent Form.  

If you have any questions or concerns regarding this study, please contact me at 

832- 465-5003 (cell), or you may contact my dissertation chairpersons, Dr. Walter Bevers 

at 281-649-3128, or Dr. Julie Fernandez at 281-649-3552. Your earnest consideration of 

this request is very much appreciated. I look forward to your positive response.  

 

Sincerely,  

 

            Pablo G. Siboldi 

 Doctoral Student 

 Houston Baptist University 
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Organizational Health Index – Elementary Survey 
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Principal Interview Questions 

 

The following are questions that the researcher has designed in preparation for the 

interview with campus principals from primary schools. The administrators taking place 

in this interview have agreed to openly participate and have signed all required 

documents allowing for their answers to be recorded and included in this work.  

 

1. Please begin by providing a background of your upbringing. 

2. Please describe your campus in terms of stakeholder demographics and academic 

achievement.  

3. Have you always wanted to become an educator or school principal? 

4. Do you believe your ethnic background is an asset to you being the principal at 

this particular campus based on the demographics of the student population? 

5. Do you consider yourself relatable to the community? How so? 

6. Have you experienced support or dismay from the community recently? Based on 

your answer, do you think your ethnic background and/or cultural knowledge has 

helped or deterred you from solving issues that arise? 

7. How do you think teachers at this campus perceive you terms of being their 

leader? 

8. Do you think students appreciate the fact that they can relate to you based on you 

shared ethnicity and race? 

9. What are your Top 3 priorities and focuses for this campus within the next three 

years? Please feel free to be as open and detailed as possible.  
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Institutional Review Board Approval Form – Houston Baptist University  
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Institutional Review Board Approval Form – Houston Baptist University 
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Institutional Review Board Approval Form – Chosen School District  
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Institutional Review Board Approval Form – Chosen School District  
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