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Abstract 

 

The purpose of the research was to analyze the influence of leadership in the 

organizational culture exercised by the management of educational institutions. It 

was a descriptive and correlational investigation, under a transversal non-

experimental design, whose population was made up of executives and teachers 

from two Educational Institutions. The results were compared based on the 

dimensions and indicators studied. Concluding that there is an influence of 

variable leadership on the organizational culture variable, due to the value 

obtained by the Pearson correlation coefficient, which was 0.94, which indicates 

the existence of a very strong positive relationship; that is, when the independent 

variable increases, the dependent variable has the same behavior and vice versa, 

having as conclusions, that the greater the educational manager's leadership, the 

better the organizational culture of the educational institutions will be. 
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Introduction  
 

During the last decades, several international initiatives have emphasized that 

education is an imperative element for societies to be more sustainable [1]. 
However, as necessary, it reflects a high degree of quality, which is why educational 
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institutions are required to develop their own quality approaches and must 

demonstrate publicly that they can provide a constant quality service. Educators 

have a professional duty to improve the quality of education and this, of course, 

imposes a considerable burden on teachers and administrators to ensure that the 

classroom practice and administration of the institution operate at the highest 

possible standards [2]. Two of the fundamental aspects of education to fulfill its 

objective of providing quality service and providing an environment conducive to 

professional development, staff of students and teachers, are the leadership of 

managers, and the organizational culture that is lived in the institutions. 

 

Nowadays, leadership has gained more interest because leaders provide a vision, 

create learning opportunities and, therefore, improve organizational learning [3], 

in the same way, they can be organizational architects that can influence the way 

in which resources are combined at different levels of analysis to produce unit 

values, often influencing the actions of others [4]. While the organizational 

culture consists of a set of values shared by all employees, which provide 

guarantees and help to the members of the organization. This is achieved through 

the dissemination of social knowledge among the organization, which is based on 

the rules, norms, values, attitude and behavior of employees [5]. 

 

The literature relates these two concepts, because the impact of leadership on 

leaders and followers, is to develop the congruence of values through strategies, 

teams and individual empowerment that improves health and psychological well-

being, organizational commitment and employee productivity, which ultimately 

impacts the performance of the company [6]. For example, in [3], the relationship 

between learning style, learning organization and organizational culture was 

studied and it was found that transformational leadership and generative and 

adaptive cultures have a positive influence on the development of the organization 

of learning. On the other hand, [5] studied the influence of organizational culture 

on performance, leadership in performance, achievement motivation in 

performance, culture in the motivation of achievement and leadership in the 

motivation of achievement. The results showed that the effort to improve the 

performance of the teacher can be done by improving organizational culture, 

leadership and achievement motivation. 

The above is a direct relationship between the variables leadership and 

organizational culture, because the association exhibits that from the leadership 

exercised by the administrator as generator of the culture of an organization, has a 

significant effect on the level of commitment, satisfaction labor and stability on 

the part of all the members of an institution [7]. For this reason, the objective of 

this research is to analyze the relationship between leadership and organizational 

culture exercised by the management staff of the educational institutions of the 

Municipality of Soledad, to obtain a reference source that allows the educational 

administrator to administer in good terms the provision of the service within its 

organizational landscape and at the same time generate the promotion of a 

leadership. In this way, strengthen the culture of the organization, promoting the  



Influence of leadership in the organizational culture                                        4485  

 

 

living of its values and the development of each and every member of its 

community. 

 

Methodology  
 

The present investigation was descriptive and correlational, the first one is 

described as the one that seeks to specify the properties, characteristics and 

profiles of people, groups, communities, processes, objects or any other 

phenomenon that is subjected to an analysis. While trying to make a measurement 

or collect information independently or jointly on the variables to which they refer 

[8]. Correlational because it aims to know the relationship or degree of association 

that exists between two or more concepts, categories or variables in a particular 

context [9], in this particular case, the study focuses on establishing the existing 

incidence between the leadership and the organizational culture of an educational 

institution. 

In terms of design, this study was fielded-based, taking into account that the 

research takes place at the same point at which the events take place. Likewise, it 

was of a non-experimental type, because it is carried out without the deliberate 

manipulation of variables and only the phenomena are observed in their natural 

environment and then analyzed [8], that is, the variables: Leadership and 

Organizational Culture, each one is detailed without being manipulated by the 

researcher, therefore there is no direct control over them, because the variables 

have happened and cannot be conducted. On the other hand, this study obeys the 

transitional or cross-sectional design, because the data is collected in a single 

moment, in a single time. Its purpose is to describe the variables and analyze their 

incidence and interrelation at a given time. Then, we have to make a description 

of a phenomenon based on the particular study of the variables at a given time [8]. 

Regarding the population, it was formed by the teachers and directors of 3 

Educational Institutions of the municipality of Soledad (Colombia), distributed as 

follows: 1 director and 42 teachers from the Industrial Technical Educational 

Institution José Castillo Bolívar, 1 director and 35 teachers from the Villa Estadio 

Educational Institution and 1 director and 26 teachers from the Antonio Ramón 

Moreno Educational Institution, for a total of 106 individuals. Regarding the 

sample, it was decided to study the entire directive and teaching staff of the 

aforementioned Educational Institutions, through the use of a census population 

criterion, which under the theoretical construction of [10], is considered as census, 

for being a finite and accessible population. The foregoing shows that the total 

sample constitutes 106 individuals. 

 

Research instruments 

The technique selected for the data collection was the survey and as an instrument 

the questionnaire. Two questionnaires were used, one addressed to educate 

managers and another directed to teachers of the organization under study. Both  
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correspond to investigate the style of leadership exercised by the management 

staff and determine the elements and the type of culture of the selected 

institutions. The content validity was carried out by measuring the coherence of 

the instruments in their theoretical context, for which the technique of expert 

judgment was used. It required the collaboration of five experts in areas related to 

the variables of the research, who with their expertise examined the construction 

and content of the instrument, in relation to the variables, objectives, dimensions 

and indicators, and suggested the adjustments that were made to the instrument. 

With regard to reliability, the Cronbach's Alpha Coefficient was used, which was 

carried out through a pilot test that was applied to a group of people with the same 

characteristics as the study population. As a result, it was found that the 

instrument is reliable, as the calculation of its reliability was 0.94, which shows 

that its coefficient index is highly reliable. 

 

Data analysis 

For the analysis and interpretation of the data provided by the sample considered 

in this investigation, frequency tables were used where the results are recorded. 

These tables make a tour of each one of the dimensions and indicators that are 

derived from the variables and that were measured by the applied instrument. 

Therefore, the information obtained was recorded in the tables and analyzed using 

descriptive statistics, taking into account the absolute and relative frequency, 

visualizing the latter in the percentage of responses. 

 

Results 
 

To determine the influence of leadership in the organizational culture, first the 

leadership style exercised by the managerial staff must be measured, which can be 

decisive, persuasive, collaborative, derogatory, transformational or laissez faire, in 

the same way, the type of culture present in the institutions under study. 

 

Table 1. Variable Leadership, Dimension Leadership style 

 

Indicators 

Always Almost always Sometimes Almost Never Never Total 

Dir Prof Dir Prof Dir Prof Dir Prof Dir Prof Dir Prof 

% % % % % % % % % % % % 

Variable Leadership 

Dimension Leadership style 

Determinant 0 58 33.3 25 33.3 12 33.3 5 0 0 100 100 

Persuasive 66.7 0 33.3 14 0 28 0 42 0 16 100 100 

Collaborative 66.7 11.3 33.3 7.7 0 22 0 39 0 19.9 100 100 

Delegatory 66.7 2.0 0 8.9 33.3 21 0 41 0 27 100 100 

Transformational 100 3.0 0 9.7 0 22 0 44 0 22 100 100 

Transitional 33.3 0 33.3 24 33.3 46 0 19 0 12 100 100 

Laissez Faire 0 8 0 20 33.3 29 0 33 67 10 100 100 

Variable Organizational culture 

Dimension: Type of culture 

Bureaucratic 0 71 33 23 33.3 6 33.3 0 0 0 100 100 

Clan 67 0 33 1 0 28 0 41 0 29 100 100 
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Table 1. (Continued): Variable Leadership, Dimension Leadership style 

 
Business 0 1 67 13 33.3 36 0 33 0 16 100 100 

Market 33.3 22 0 32 33.3 16 33.3 11 0 19 100 100 

Dimension: Basics elements of culture 

Artifacts 67 2 0 25.6 33.3 27.4 0 32.3 0 12.7 100 100 

Values 100 0 0 7 0 17 0 42.7 0 33.3 100 100 

Assumptions 67 8 0 18 0 22 0 26 33 26 100 100 

 

As can be seen in Table 1, the indicator that measures the determining style, the 

results indicate that the role of the director is focused on tasks and little towards 

people, because it focuses on the assignment and supervision of responsibilities 

that must carry out the teachers of the schools.  

The results of the Persuasive indicator show, the perception of the teachers, the 

managers almost never use this style of leadership. From the above it is possible 

to say that according to teachers, managers do not communicate or give reasons 

for the decision-making process, however, both populations agree that managers 

persuade teachers to perform efficiently the functions that are his competence in 

the exercise of his work.  

 

Regarding the results of the collaborative indicator, although managers point in 

their responses to using the collaborative style, having reflections of managing a 

leadership focused on sharing or collaborating are not traits that are very present 

in their management. Contrasting with this information, is the position of the 

teachers who state that this type of style is not experienced in their educational 

institutions. The results show that according to teachers, this style of leadership is 

not exercised by its directors, due to the lack of motivation on the part of the 

leaders and the teachers are not invited to participate actively in the decision-

making process. 

On the other hand, Table 1 also shows the results for the delegate indicator, the 

results are that the managers indicate that they delegate certain functions to their 

workers and give them guidance and guidelines to develop in the assigned actions. 

However, teachers present a contrary view, since they warn that functions are not 

delegated, thus demonstrating that the delegation of responsibilities is a very weak 

factor in the educational institutions studied. 

 

Regarding the transformational indicator, according to the managers' responses, 

they are part of the leadership style proposed by [11]. In the opposite position is 

the opinion of teachers who point out that the latter almost never urges them to 

achieve high levels of personal and / or professional development that obviously 

have an impact on the optimal functioning of their organization. 

Continuing with the results enunciated in Table 1, the transitional indicator, 

according to the directors, they negotiate with the teachers the rewards and 

sanctions almost constantly, however, in the opinion of teachers this is sometimes 

done. These results show that the transitional style is not a dominant style in the 

institutions studied, and it is far from occurring. 
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Table 1 also shows the results of the laissez faire indicator, the results indicate 

that managers and teachers coincide in opinion when affirming that the control 

exercised by the leaders is never and almost never respected, and the participation 

of the teachers only sometimes, but with decisions very specific to the work they 

perform. That is, the laissez faire style is not presented in a marked way in the 

schools under study. 

 

Variable Organizational culture 

Dimension: Type of culture 

In Table 1, it can be observed that the results of the bureaucratic indicator, in the 

vision of the teachers, the teachers differ of opinion with the managers. The 

previous evidence from the perspective of the management staff, that the 

bureaucratic typology is not a very marked trend, since they express that they do 

not tend to exercise strict control over all organizational processes. On the other 

hand, teachers, mostly point out that the type of culture that is perceived in their 

schools is bureaucratic, because managers coordinate everything that must be 

done without detaching from the chains of command while monopolizing the 

decision making. These results show that the typology of culture is administrative 

or clerical, giving much importance to paperwork and leaving personal 

relationships aside. 

On the other hand, the type of clan culture, the directors and teachers take 

opposite positions, while the first ones affirm that the culture that is lived in the 

educational institutions that they direct is that of the clan; teachers say that 

teamwork or collaborative work is almost never promoted and cultural 

manifestations that nurture institutional identity are left aside. Therefore, there is 

no culture that favors the community or emphasizes the commitment of the 

members of the organization and the cohesion of the group. This is possible to 

knot it with the previous indicator that is the bureaucratic one, because if the 

primary tendency is the fixation towards the operative, the human part is left to 

one side, reducing space to a culture where the social thing prevails. 

Continuing with the results for the business indicator, according to the opinion of 

the managers they almost always show behaviors related to this type of culture. 

However, teachers say that only such features are sometimes present in their 

organization, so it can be said that this type of culture is not dominant in the 

educational institutions under study. This confrontation of opinions is due to the 

fact that managers see themselves in their practice as agents that drive autonomy, 

innovation and creativity, but the truth is that this type of actions is not part of the 

daily agenda of educational organizations. Teachers do not enjoy constant training 

programs and the assumption of risks is obviously limited by the guidelines taken 

by the leaders of each of the schools. 

Regarding the market indicator, the results regarding this indicator are scattered, 

because both teachers and managers show that this type of culture is not dominant 

in their educational institutions, although both cases recognize that if there is 

supervision of work made by the members of the organization. 
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Dimension Basic elements of culture 

The first element analyzed is the artifact indicator, the manager’s point out that 

there are permanent visible elements that make up the culture of their 

organization, although according to the opinion of the teachers show that the 

presence of these elements is not constant. Certainly, these artifacts are those that 

must be visible in the facilities of educational institutions since they are also part 

of those elements. 

According to the information obtained in the survey, according to teachers if there 

are symbols that denote the identity of educational organizations, sometimes a 

collective domain language is used, but it is difficult to follow traditions and 

establish a system of recognition of the achievements obtained either individually 

or collectively. 

In the indicator values, the position of the respondents is contrary. While 

managers say that they have an existential value system in their organizations, 

teachers almost never or never feel that the picture is this way, since according to 

them, the mission and the institutional vision is not a constant element in the 

school, as neither are the norms that favor integration and group cohesion. 

Continuing with the results, Table 1 also shows the Assumptions indicator, the 

results show that for the indicator assumptions, the management says to generate 

spaces of respect and trust among its members always trying to set a good 

example where it always offers equal treatment for all. In the opinion of teachers, 

there is a division with close percentages among the answer options, however, it is 

worth noting that managers almost always create a space of trust and respect 

among their members, although they say that managers rarely give a good show of 

being an example. 

 

Correlation of Variables 

Once obtained the results of the variables leadership and organizational culture 

exercised in the study institutions, we seek to determine the influence of the 

leadership exercised by the managerial staff in the organizational culture, for 

which the correlation coefficient was used that in words of [12] is defined as a 

statistical indicator that allows knowing the degree of relationship, association or 

dependence that may exist between two or more variables. For purposes of this 

measurement, the Pearson correlation coefficient is taken as a basis, which is a 

statistical test used to analyze the relationship between two variables measured at 

a level by intervals or a ratio [8]. 

The coefficient can present three types of correlation: Positive or directly 

proportional correlation: r = (+), which indicates that by modifying on average 

one variable in one direction, the other does so in the same direction. Negative or 

inversely proportional correlation: r = (-), shows that when changing a variable in 

a certain direction (on average), the other does it in the opposite or opposite 

direction. Incorrectness: r = 0, when the indicator "r" is obtained exactly equal to 

zero, it is stated that there is no relationship, association or dependence between 

the variables under study. On the other hand, for the interpretation of the 
correlation coefficient the ranks and categories exposed by [8]. In this sense, taking 
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into account the aforementioned information, Figure 1 is presented, which 

summarizes the data obtained from the survey. 

 

 
 

Figure 1. Pearson correlation coefficient 

 

Figure 1 shows the relationship between the leadership and organizational culture 

variables of the directors and teachers of the Educational Institutions under study. 

The data collected were tabulated with the COEF.DE.CORREL function of Excel, 

yielding a correlation coefficient of 0.94, which, according to [8], translates into a 

very strong positive correlation between the variables in question. Concluding 

with a probability of 0.89 that the leadership influences the organizational culture; 

that is, 89% of the tabulated data indicate a significant influence of the variable 

leadership in the organizational culture variable in the school environments where 

this research was applied. Concluding with a probability of 0.89 that the 

leadership influences the organizational culture; that is, 89% of the tabulated data 

indicate a significant influence of the variable leadership in the organizational 

culture variable in the school environments where this research was applied. 

These results agree with the findings in [13], where it was found that the 

leadership style affects the organizational culture, and in an integral or partial 

way, they have effects on the teacher's job satisfaction. 

 

Conclusions 
 

According to the descriptions made in the first part of the instrument, in order to 

establish the dominant leadership style in educational institutions, it is observed 

that according to the managerial staff, its management aims towards several, 

among which are the persuasive, collaborative, delegate, and transitional style, 

having its highest peak in the transformational style. That is to say, that according 

to the managers it would be handling several styles in the exercise of its function. 

On the other hand, teachers show a completely different position to the opinion of 

the directives, due to the high percentage that the style of leadership exercised by  
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their directors is decisive, since it is purely due to the assignment of tasks and the 

supervision of that these be done according to the instruction given, leaving aside, 

the participation of teachers in organizational processes, thus minimizing their 

contributions, interventions and sense of belonging to educational institutions. 

Now, in relation to the type of culture, it is obtained that the generalized sensation 

in the three institutions object of study is that the type of culture that dominates 

them is the bureaucratic one, which is based on the observance of the procedure, 

the hierarchical subordination and strict compliance with standards. This type of 

culture does not in itself imply that it is negative, but as can be observed in the 

opinions given by the surveyed personnel, the work of the director focuses on the 

supervision of work and the participation of teachers in the processes is left out 

organizational. With respect to the basic elements of culture, the information 

contained in the last three indicators (Artifacts, Values and Basic Assumptions) of 

the applied instrument is taken into account, based on these results it can be 

affirmed that the elements of the organizational culture present in the educational 

institutions studied, they are not very marked elements and do not represent in a 

significant way the identity of each school. 

The presence of symbols within the educational organizations is evident, and in 

fact, this is the most visible element that makes up the culture, besides it is based 

on the way in which people communicate. However, this element must be 

accompanied by basic values and assumptions since the director is not seen as a 

model to follow. In relation to the experience of the traditions or rituals that 

denote cohesion mechanisms, there is no need for interaction spaces to strengthen 

the culture and create bonds of teamwork and cooperation. Finally, all this 

analysis exposes a crisis within the Educational Institutions José Castillo Bolívar, 

Villa Stadium and Antonio Ramón Moreno, because although there is a high 

correlation between the way of exercising leadership and the type of culture of an 

organization in these schools, no attention is paid to these aspects and the 

processes are not oriented towards a leadership style that favors the interests of 

fulfilling the institutional goals and favoring the personal and professional growth 

of each and every member of the educational organization.  
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