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tinguished. Results indicate that the
more constructive teacher’s self-image,
the more positive perception of principal. The main conclusion for educational
leadership is that the perception of principal depends not only on the headmaster work quality, but also on the personal
experience and functioning of teachers.

Abstract
This study investigated the relation
between personal functioning of teachers and their perceptions of the school
principal. It was assumed that teachers
with more constructive personal functioning have more positive perception of
the principal. The relation between these
two factors is described as important for
the quality of principal cooperation with
teachers and for the school as a learning organisation. The Adjective Check
List was administered to 140 teachers
from lower secondary school located
in different cities. The ACL was used
in three versions: “what you are like”,
“how you would like to be” and “what
your school principal is like”. Based on
the results four groups of teachers with
different personal functioning was dis-
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Introduction
The principal and teachers (apart from
students and their parents) are the main
actors of the school life. Their specific
role results from the fact that they create the social climate and organisational
culture of the school environment, which
are important for the learning process.
The two subjects make up the team of
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features of a learning organisation include:
• learning from mistakes;
• openness to accept feedback
about itself;
• continuous training of personnel
and implementing scheduled training;
• management-stimulated personnel development;
• delegating powers and decentralisation of decision-making centres;
• taking risk, encouraging to
experiment;
• openness to risk-taking, new
methods of operation (I will do it in a different way);
• frequent critical reviews of binding operational procedures;
• searching for ways of improving
work effectiveness;
• taking decisions based on facts.

employees. What should consolidate
this team is striving to achieve a shared
goal resulting from the nature of the institution and needs of the team members.
The task of the school professionals is to
create the best conditions which would
facilitate comprehensive development
of the students. The final result of this
educational process should be a mature
student, adapted to the conditions of living in the contemporary world and able
to cope with the challenges this world
brings. The challenge which the teaching
staff have to face is difficult, because a
graduate profile changes together with
the changing world, and the students
have different educational and developmental needs. Such a state of affairs
requires constant development of the
teachers. School in particular is predisposed to become a learning organisation.

In turn, based on the analysis of the
concept by P.M. Senge, M. Nowacka-Sahin (2016) has proposed the three main
features of a learning organisation (fig. 1):
1.
Openness to the opinion of each member of the organisation leading to the creation of the culture of diverse opinions and views.
2.
Ability to make use of the experience of all members of the organisation.
3.
Open
communication
between the management and staff
which leads to exchange of views and
experience (no dividing lines resulting from the organisational structure)

School as a learning organisation
A learning organisation is an organisation where people continually expand their capacity to create the results
they truly desire, where new patterns
of non-stereotypical thinking are nurtured, where collective aspiration is set
free and where people are continually
learning. A learning organisation is an
organisation skilled at creating, acquiring, and transferring knowledge, and at
modifying its behaviour to reflect new
knowledge and insights (Senge 2012).
According to Kaziemierska, Lachowicz and Piotrowska (2016), the distinctive
20

Contemporary Educational Leadership

Vol. 2, No 3/2015

way. To reach this state, avoid frustration,
pointless drifting and chaotic procedures,
an institution formulates its mission and
vision. Hence, the main task of the school
personnel is to develop general goals and
ways of achieving such goals which will
be shared by all the school staff.
Fulfilment of such goals will be supervised by the team of employees with the
principal as their leader. Cooperation of
this team is the condition for successful
implementation of accepted goals and
quality of functioning.

To classify a school as a learning organisation, according to P.M. Senge
(2012) it should use the following five
key component technologies:
1.
systems thinking,
2.
personal mastery,
3.
mental models,
4.
shared vision
5.
and team learning.
The model by P.M. Senge perfectly fits
in the goals and tasks as well as rules of
school functioning. There are several important arguments in favour of this concept:
School is a system consisting of numerous interacting subsystems. Efficient
operation of each of the system components generates quality of functioning of
the whole system. Consequently, problems which emerge at school should be
analysed in the context of an inefficient
system. If school problems are systemic
in nature, then the main object of impact
should be the school environment, i.e. the
staff, students and parents.
People make up the school environment, and their efficiency - striving for
excellence, sets the limits for the development of the whole organisation. Without continuous development of the school
staff, this organisation will not be able to
cope with the ongoing problems, challenges and changes taking place in the
environment.
Each and every institution (and school
above all) should strive to achieve
self-fulfilment, which is a state which
justifies its existence in a satisfactory

Conditions for effective cooperation of
the teaching team
In the realities of a Polish school,
changes taking place in the teaching team
are well reflected with the evolution of
terms describing the teaching staff. So,
several decades ago, this team was called
the “teaching body” (literally), then
(about several years ago) a term “teaching circle” (literally) was coined. Now,
the term used most often is the “teaching
council” (literally). Assuming that the
language follows the changing reality, we
should notice that these changes reflect
the processes taking place in the structure
of the group and mutual relations of its
members. The terms above are a good
reflection of the organisational culture of
the teaching staff. In turn, the process of
changing the meaning of the cited terms
leads to a more rigid structure and minimised relations between members of the
21
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teaching staff. The term “body” used to
describe a relation between the elements
composing a whole, assumes a dynamic
and synchronised whole. The above cannot be used to describe a “council”, which
is associated rather with a hardly dynamic
object and with limited relations between
members of this “council”.
Assuming that the above deliberations are reflected in the reality of work
of teaching teams, it would be valuable to identify the key features which a
well-functioning team should demonstrate. A well-functioning team:
• Understands its goals and tasks
and aims to achieve them,
• Is flexible in adapting its mode of
operation to the assumed goals,
• Communication and understanding among its members are on a high
level. Individual feelings, opinions and
views of all its members are presented in
a direct and open way,
• Is able to start and complete the
decision-making process. At the same
time, it thoroughly analyses the point of
view of the minority and ensures that all
members participate in taking all crucial
decisions,
• Achieves balance between effectiveness of team activities and fulfilment
of individual needs,
• Ensures sharing responsibility by
all its members. Everybody can come up
with their ideas, develop and work on the
projects of others, give opinion, check
feasibility of potential decisions, and
otherwise contribute to achieving goals
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assumed by the group and to its proper
functioning,
• Has its identity, but does not restrict the independence of its members,
• Makes appropriate use of the
skills of its members,
• Is objective in evaluating its functioning, Does not avoid its own problems
and is able to modify its activities,
• Keeps balance between heart and
head and creatively uses emotions of its
members,
• Is aware of the processes taking
place within the team.
The features of an efficient team enumerated above coincide with the assumptions of a learning organisation. They
are known to the public. Every principal
holding the office will agree with them
(at least in theory). So why so few teams
are able to achieve such a level of functioning? Maybe it is the result of relations
between people who make up teams and
their mutual perception, following the assumption: your perception of the world
affects the way you move around it?
To address these questions, it is necessary to introduce the term of perception
of the principal in the context of the studies of the subject matter.
Perception of the principal and functioning of teachers
The mode of perception of the school
principal has been the subject of numerous analyses conducted mostly in the
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and failures of each class, is very good. In
the decision-making process they focus
on what is best for the students and staff,
they are open to discussion, questions and
hold high expectations for their staff. They
are available to others, interested in successes and progress in the work of others.
The other group in Hauserman’s studies
(2013) included teachers who perceived
their superior is unapproachable, having
marginal influence on the real school life
and behaviour of others. A principal fulfilling their role in this way does not monitor the work of others, and does not encourage growth of students and teachers.
The teachers from this group perceived
the principal’s cooperation with others
as limited to a narrow group of teachers.
In their opinion, the principal takes decisions regarding changes in the school environment, however does not participate
in their implementation, delegating tasks
to subordinate staff. Difference in the
quality of work was observed between the
two groups of teachers with different perceptions of their principal. The teachers
perceiving the principal as engaged, had
greater satisfaction from performing their
duties, a sense of meaning of their work
and were convinced of their effectiveness
in performing tasks. They showed greater
motivation to work as a team.
The research done by Bayler and Ozcan (2012) confirmed a relationship between the principal’s leadership style
perceived by teachers and the quality of
teachers’ work. The teachers who thought
that the principal was active and engaged

context of evaluating the quality of their
work and leadership.
In general, teachers perceive the role
of the principal as highly important for
the functioning of the school environment, teaching staff and their own participation in it (Newton and others, 1999). In
teachers’ perception, the principal is the
most important person in the school environment. Their power and ability to influence others may be supportive or destructive for the life of the school, students and
the staff. The principal’s tasks are perceived by teachers as complex, being the
source of personal growth and personal
satisfaction. On the other hand, the same
tasks may be the source of stress, may be
highly time-consuming and require high
workload, may be difficult and rarely be
met with gratitude. The principal is the
person who should follow high ethical
standards, be an authority, open to others,
understanding and supportive. The quality of cooperation between the principal
and the staff is decisive for the trust of the
colleagues, the school climate, initiatives
undertaken, educational achievements
and the school image in the community.
In their studies, Hauserman and others
(2013) have distinguished two groups of
teachers who differed in perceptions of the
school principal and assessment of their
competences. The first group comprised
teachers who perceived the principal as
highly engaged in work and actively participating in the school life. In their opinion, the principal’s knowledge about the
school, i.e. the staff, students, successes
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role is linked with the quality of teachers’ work, which in turn translates into
readiness to cooperate with the teaching
staff. Direct relation between the two dimensions was the subject of studies conducted by Berebitsky and others (2014).
Obtained results showed that the higher
support in implementing changes and
innovation perceived in principals, the
greater teachers’ readiness to cooperate.
Teachers perceiving principal support
also had better assessment of effectiveness of team communication.
High level of satisfaction from the
teaching profession is linked with the level of interpersonal skills observed in the
principal and the school’s organisational
climate. As Waruwu points out (2015),
greater satisfaction from performed
tasks was demonstrated by teachers who
thought that their superior was a person
actively listening to others, showing empathy and communicating clearly and
precisely.

(transformational leadership) were at the
same time more open to self-development. It was accompanied by high motivation to work, involvement in school life
and openness to implementing changes.
At the same time, the teachers perceived
the following principal’s characteristics,
which they found supportive:
• Communication skills,
• Ability to motivate others to work,
• Adequacy of displayed competences to the requirements for the position,
• Readiness to listen to others and
openness to the observations of others,
Sharing plans and vision of work,
• Support in growth and searching
for new working methods,
• Readiness to take risk in the situation of implementing constructive changes in the school.
Similar conclusions were drawn in
Kadi’s research (2015). Teachers with
low involvement and poor motivation to
work noticed in the principal the characteristics similar to those which described
their own behaviour. They had negative
opinions about their superior’s work.
They observed lack of interest in students
and staff, avoiding responsibility, lack of
decision-making abilities. They thought
that the principal rarely communicated
with the team, did not provide feedback
about the quality of teachers’ work and
did little to support staff growth.
It turns out from the surveys presented
above that perception of the principal’s

Methods
ThFQVSQPTFPGUIFSFTFBSDIEFTDSJCFE
JO UIJT BSUJDMF JT UP FTUBCMJTI SFMBUJPO CF
UXFFOUFBDIFSTQFSDFQUJPOTPGUIFTDIPPM
QSJODJQBMBOEUIFJSQFSTPOBMGVODUJPOJOH
*UXBTBTTVNFEUIBUUFBDIFSTXJUIBEJffFS
FOUJNBHFPGUIFTFMG BDUVBMTFMGBOEJEFBM
TFMG XJMMQFSDFJWFUIFQSJODJQBMJOUIFXBZ
DPNQMFNFOUBSZ UP UIFJS PXO SFTPVSDFT
BOEMJNJUBUJPOT'FBUVSFTBUUSJCVUFEUPUIF
QSJODJQBM TIPVME SFflFDU UFBDIFST SFBEJ
OFTTUPDPPQFSBUFXJUIUIFUFBDIJOHTUBff
ThFRVBMJUZPGUIJTDPPQFSBUJPOJTJOUVSO
JNQPSUBOU GPS GVODUJPOJOH PG UIF TDIPPM
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.FBTVSFT
5PBTTFTTUIFTFMGJNBHFPGUFBDI
FSTBOEUIFJSQFSDFQUJPOTPGUIFQSJODJQBM 
UIF"EKFDUJWF$IFDL-JTUCZ)((PVHI
BOE"#)FJMCSVOXBTVTFEJOUIF1PMJTI
BEBQUBUJPOPGUIF5FBNPGUIF1TZDIPMPH
JDBM5FTU-BCPSBUPSZPGUIF1PMJTI1TZDIP
MPHJDBM"TTPDJBUJPOThFTFDPOEHSPVQJT
CBTFE PO .VSSBZT OFFET   ThF
OFYU POF DPNQSJTFT UPQJDBM TDBMFT
EFTDSJCJOH
FTTFOUJBMBTQFDUTPGJOUSBBOEJOUFSQFSTPO
BMCFIBWJPVST  4DBMFTCBTFEPO#FSOFT
UIFPSZPG5SBOTBDUJPOBM"OBMZTJTDPNQSJTF
 HSPVQGPVS  BOEUIFMBTUHSPVQGPDVT
FTPODSFBUJWJUZBOEJOUFMMJHFODFCBTFEPO
8FMTIT
0SJHFODF*OUFMMFDUFODF
DPODFQU
 'SPNUIFMJTUPGBEKFDUJWFTUIFFY
BNJOFFIBTUPDIPPTFUIPTFXIJDIFJUIFS
CFTUEFTDSJCFUIFNTFMWFTPSBQFSTPOCF
JOHTVCKFDUUPQFSTPOBMJUZBTTFTTNFOU
*OUIFEFTDSJCFETVSWFZ UISFFWFS
TJPOTPGUIF"$-XFSFVTFEiXIBUZPV
BSFMJLFw iIPXZPVXPVMEMJLFUPCFwBOE
iXIBUZPVSTDIPPMQSJODJQBMJTMJLFw
1SPDFEVSF
5FBDIFSTQBSUJDJQBUJOHJOUIFTVSWFZUPPL
UIFUFTUEVSJOHUIFNFFUJOHTPGUIFUFBDI
JOHDPVODJMBUTDIPPM*UXBTBHSPVQTVS
WFZ BOPOZNPVT BOEXBTQSFDFEFEXJUI
UIFFYQMBOBUJPOPGUIFQVSQPTF SVMFTBOE
DPVSTFPGUIFUFTUQFSGPSNBODFThFNFFU
JOHXBTIFMECZBQTZDIPMPHJTU JFBQFS
TPOBVUIPSJTFEUPVTFUIFUFTU

BTBMFBSOJOHPSHBOJTBUJPOThFQSPQPTFE
EJSFDUJPO PG BOBMZTFT TIPVME FOBCMF CFU
UFSVOEFSTUBOEJOHPGUIFSFMBUJPOCFUXFFO
UIF EFTDSJCFE GBDUPST "DDPSEJOH UP UIF
EBUBGSPNPUIFSTVSWFZTJUJTBTTVNFEUIBU
UFBDIFST XIPTF QFSTPOBM GVODUJPOJOH JT
DIBSBDUFSJTFE CZ GFBUVSFT EFNPOTUSBUJOH
FffFDUJWFOFTT  SFTPVSDFGVMOFTT BOE NBUV
SJUZ XJMM IBWF TJNJMBS QFSDFQUJPOT BCPVU
UIFJS TVQFSJPS ThF GPMMPXJOH SFTFBSDI
RVFTUJPOTXFSFQSFTFOUFE
 8IBU BSF UIF EJffFSFODFT JO QFS
TPOBMGVODUJPOJOHPGUFBDIFST
 %PUFBDIFSTXJUIEJffFSFOUQFSTPO
BMGVODUJPOJOHIBWFEJffFSFOUQFSDFQUJPOT
PGUIFTDIPPMQSJODJQBM
 %PUFBDIFSTXJUINPSFDPOTUSVD
UJWFQFSTPOBMGVODUJPOJOHIBWFNPSFQPT
JUJWFQFSDFQUJPOTPGUIFQSJODJQBM
Participants

" UPUBM TBNQMF PG  UFBDIFST
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ANALYSIS OF RESULTS
%BUB"OBMZTJT
ThF EBUB PCUBJOFE GSPN UIF TVSWFZ QFS
GPSNFEPOUFBDIFSTVOEFSXFOUDMVT
UFSBOBMZTJTJOPSEFSUPEJTUJOHVJTIHSPVQT
PG UFBDIFST XJUI EJffFSFOU QFSTPOBM GVOD
UJPOJOH$BMDVMBUJPOTXFSFNBEFXJUIUIF
VTF PG "$- SFTVMUT JO UIF iXIBU ZPV BSF
MJLFw WFSTJPO  VTJOH IJFSBSDIJDBM DMVTUFS
BOBMZTJT XJUI 8BSET NFUIPE 0CUBJOFE
SFTVMUTBMMPXFEGPSEJTUJOHVJTIJOHGPVSJO
EFQFOEFOUDMVTUFST UIFTJ[FPGXIJDIIBT
CFFOQSFTFOUFEJOUIFUBCMFCFMPX
Table 2. Number of teachers in created clusters

$MVTUFS
$MVTUFS
$MVTUFS
$MVTUFS
5PUBM

/VNCFS
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Further on, the four groups of teachers
were compared with relation to the images tested with ACL. One-factor analysis of
variance (ANOVA) with post-hoc tests was
applied, taking into account different sizes of
compared groups and results of homogeneity
of variance tests.
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"TBMSFBEZNFOUJPOFEJOUIFNFUIPEPMPH
JDBMQBSU CBTFEPOUIFDMVTUFSBOBMZTJTPG
UIFBDUVBMJNBHF GPVSHSPVQTPGUFBDIFST
XFSF EJTUJOHVJTIFE $IBSU  QSFTFOUT UIF
XBZ JO XIJDI UIF FYBNJOFFT GSPN FBDI
HSPVQQFSDFJWFUIFQSJODJQBM$PNQBSJTPO
PG UIF HSPVQT JOEJDBUFT OVNFSPVT EJffFS
FODFT JO QSJODJQBM QFSDFQUJPO TFF UBCMF
 ThFNPTUDSJUJDBMJNBHFPGUIFQSJODJ
QBM IBT CFFO QSFTFOUFE CZ UFBDIFST GSPN
HSPVQT UISFF BOE POF  XIFSFBT UFBDIFST
GSPN HSPVQ UISFF PCTFSWFE B MPU PG OFH
BUJWF GFBUVSFT BOE GFX QPTJUJWF POFT 0O
UIFPUIFSIBOE UFBDIFSTGSPNHSPVQPOF
EPOPUTFFUIFQSJODJQBMTBTTFUT IPXFWFS
BUUIFTBNFUJNFEPOPUQBZUPPNVDIBU
UFOUJPOUPUIFJSWJDFT
3FTQPOEFOUT GSPN HSPVQ POF QFSDFJWF
UIFQSJODJQBMBTTIPXJOHMJUUMFFOFSHZBOE
QBTTJWF /P$L ThFZTFFBQFSTPOIBWJOH
EJffiDVMUJFT FTUBCMJTIJOH JOUFSQFSTPOBM SF
MBUJPOT *OU /VS "ff )FU ThFTFEJffiDVM
UJFTSFTVMUGSPNBIJHIMFWFMPGTFMGGPDVT
BOETUSJWJOHUPCFUIFDFOUSFPGBUUFOUJPO
QMVT UFOEFODJFT UP BHHSFTTJWF CFIBWJPVST
&YI "VU "HH ThFQSJODJQBMQFSDFJWFE
CZ UFBDIFST GSPN HSPVQ UISFF JT DSJUJDBM
BOE IBT EJffiDVMUJFT BEBQUJOH UP UIF TVS
SPVOEJOH FOWJSPONFOU 1BEK  $1  *U JT
B QFSTPO GPS XIPN JU JT EJffiDVMU UP BE
NJUEFGFBUBOEBTTVNFNJOPSTPDJBMSPMFT
"CB %FG 
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$IBSU  1SJODJQBMT JNBHF JO QFSDFQUJPOT
PGUFBDIFSTGSPNEJTUJOHVJTIFEHSPVQT

4PVSDFPXOTUVEZ
Teachers from group one see few positive features in the principal. At the
same time, they cannot see as many negative features as members of group
three. In their perception, it is a person
efficient in performing tasks. First of all
ambitious and working towards set goals
(Ach, Iss). Performs tasks in an orderly
and persistent manner (End and Ord). In
teachers’ opinion, is also able to efficiently manage the work of others (Dom).
According to teachers from group one,
the principal has difficulties functioning,
understanding themselves and others and
in interpersonal relations (Int, Nur, Fav,
Het). This results from excessive self-focus and aggressive behaviours (Aut,
Agg). The profile is completed with the

critical attitude towards themselves and
the surroundings (CP). In the perception
of teachers from group one, the principal
has difficulties acknowledging their weaknesses and adapting in personal and
professional relations (Aba, P-Adj).
5FBDIFST GSPN UIF SFNBJOJOH HSPVQT
UXPBOEGPVS IBWFQPTJUJWFQFSDFQUJPOPG
UIF QSJODJQBM *O UIFJS PQJOJPO  UIF QSJO
DJQBM JT FffiDJFOU JO UIFJS PQFSBUJPOT  QFS
TJTUFOU BOE PSHBOJTFE JO DPNQMFUJOH UIF
JS HPBMT BOE JOUFOUJPOT "DI  %PN  &OE 
0SE *UJTBQFSTPOTLJMGVMBUFTUBCMJTIJOH
BOE NBJOUBJOJOH JOUFSQFSTPOBM SFMBUJPOT
*OU /VS 'BW )FU *OBEEJUJPO UIFZNB
OBHFXFMMXIFOQFSGPSNJOHJOGSPOUPGUIF
HSPVQ  BSF DPOfiEFOU BOE TUSJWF UP GVMfiM
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UIFJSMJGFHPBMT &YI 4$PO *TT 
Personality prerequisites of teachers
in the principal’s perception
'VSUIFS JO UIF BSUJDMF  B EFTDSJQUJPO PG
UIFBDUVBMBOEJEFBMJNBHFPGFBDIPGUIF
TFMFDUFE HSPVQT XJMM CF QSFTFOUFE "D
DPSEJOHUPUIFBVUIPST UIJTXJMMBMMPXGPS
DBQUVSJOH UIF QFSTPOBMJUZ EFUFSNJOBOUT
GPSUIFQFSDFQUJPOPGUIFQSJODJQBMCZUIF
UFBDIFST VOEFSHPJOH UIF UFTUT 5P DPO
fiSN UIF EJffFSFODFT CFUXFFO JOEJWJEVBM
HSPVQT  BMM HSPVQT IBWF CFFO DPNQBSFE
POFXJUIBOPUIFS XJUIUIFVTFPG"/0
7"BOBMZTJT 'PSDMBSJUZQVSQPTFT SFTVMUT
IBWFCFFOQSFTFOUFEJOBUUBDINFOUT

%FTDSJQUJPO PG FYBNJOFE UFBDIFST GSPN
DMVTUFS
5FBDIFST GSPN HSPVQ POF VTF B TNBMM
OVNCFS PG BEKFDUJWFT XIFO EFTDSJCJOH
UIFNTFMWFT  XIJDI NBZ QSPWF UIFZ BSF
DBSFGVM BOE XJUIESBXO JO DPOUBDUT XJUI
UIFXPSME DIBSU *OSFMBUJPOTXJUIPUI
FSTUIFZNBZFYIJCJUBNCJWBMFOUBUUJUVEFT
BOE EFGFOTJWF CFIBWJPVST /DL  $PN 
1"E ThFJSTUSFOHUIJTFffiDJFOUGVODUJPO
JOHJOUBTLPSJFOUFETJUVBUJPOT FTQFDJBMMZ
JOQFSTJTUFODFBOEPSEFSJOBDIJFWJOHTFU
HPBMT 0SE &OE %PN "DI 
ThFJS XFBLOFTT BSF EJffiDVMUJFT JO JOUFS
QFSTPOBMSFMBUJPOTThFTFEJffiDVMUJFTDPN
QSJTF MPXFS FffiDJFODZ JO VOEFSTUBOEJOH
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UIFNTFMWFT BOE PUIFST  BWPJEJOH DPNQB
OZPGPUIFSTBOEUFOTJPOJOSFMBUJPOTXJUI
PUIFSQFPQMFThFZEPOUGFFMWFSZBUUSBD
UJWFJOTPDJBMDPOUBDUTThFZTIPXNBSHJO
BMJOUFSFTUJOUIFOFFETPGPUIFST *OU /VS 
'BW )FU ThFZIBWFBDSJUJDBMBUUJUVEFUP
XBSET UIFNTFMWFT BOE UIF TVSSPVOEJOHT
$1  4VDI DIBSBDUFSJTUJDT NBLF JU EJffi
DVMU GPS UIFN UP BEBQU UP OFX TJUVBUJPOT
BOE FTUBCMJTI TBUJTGBDUPSZ TPDJBM SFMBUJPOT
1"E 
ThFJEFBMJNBHFPGFYBNJOFEUFBDIFSTBOE
UIF JNBHF PG UIF QSJODJQBM DPJODJEF XJUI
UIFBDUVBMJNBHFJOUIFNBKPSJUZPGFYBN
JOFE EJNFOTJPOT 4JNJMBSJUZ PG UIF JEFBM
BOEBDUVBMJNBHFNBZQPJOUUPCMPDLFEEF
WFMPQNFOUUFOEFODJFTJOUIFTVCKFDUT0O
UIFPUIFSIBOE PWFSMBQQJOHPGUIFBDUVBM
JNBHF BOE UIF QSJODJQBMT JNBHF QSPWFT
UIFQSJODJQBMQFSDFQUJPOBTTJNJMBSUPUIF
TVCKFDUT 8F DBO TQFBL PG TPNF GPSN PG
QSPKFDUJOHPXOUSBJUTUPUIFQSJODJQBM
ThF BCPWF NFDIBOJTNT QSPWF SBSF EJT
DSFQBODJFT CFUXFFO UIF BDUVBM JNBHF
BOE JEFBM JNBHF BOE UIF QSJODJQBMT JN
BHF 0SE  )FU  &YI  4VC  "CB  %FG  '$ 
*TT  5FBDIFST GSPN HSPVQ POF BJN UP CF
NPSF JOEFQFOEFOU BOE JOEJWJEVBM ThFZ
BMTPXBOUGSFFEPNPGFYQSFTTJPOBOEXJTI
UPFNFSHFJOUIFQFSDFQUJPOPGPUIFSTCZ
ESBXJOHBUUFOUJPOUPUIFNTFMWFTBOEUIFJS
OFFET
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$IBSU  "DUVBM JNBHF  JEFBM JNBHF BOE UIF QSJODJQBMT
JNBHFJOQFSDFQUJPOPGUFBDIFSTGSPNHSPVQ
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%FTDSJQUJPO PG FYBNJOFE UFBDIFST GSPN
DMVTUFS
5FBDIFST GSPN HSPVQ UXP DIBSU
 IBWF B DPOTUSVDUJWF BOE QPTJUJWF JNB
HFPGUIFNTFMWFTThFZTFFNPSFQPTJUJWF
UIBOOFHBUJWFGFBUVSFTJOUIFNTFMWFT 'BW
6OG ThFZBSFDIBSBDUFSJTFECZTFMGDPO
fiEFODFBOEGBJUIJOPXODBQBDJUJFT XIJDI
NBLFT UIFN BCMF UP TFU HPBMT GPS UIFN
TFMWFTBOECFQFSTJTUFOUJOGVMfiMMJOHUIFN
"UUIFTBNFUJNF UIFZDBOCFDSFBUJWFBOE
PQFO UP OFX TPMVUJPOT 4$EG  *TT  $QT 
.PSFPWFS UIFJSBTTFUJTFffiDJFOUGVODUJP
OJOH JO UBTLPSJFOUFE 0SE  &OE  %PN
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"DI  BOE JOUFSQFSTPOBM *OU  /VS  'BW 
)FU  TJUVBUJPOT ThFZ MJLF DPOUBDUT XJUI
PUIFS QFPQMF  UIFZ FBTJMZ FTUBCMJTI TVDI
DPOUBDUT ThFZ BQQSFDJBUF WBSJPVT GPSNT
PGBDUJWJUZ $ST '$ *OEJffiDVMUTJUVBUJPOT
UIFZLFFQEJTUBODFBOEBSFDBVUJPVT /P 
$PN *OUIFJSCFIBWJPVST UIFZBSFQSV
EFOUBOEUPOFEEPXOThFZBWPJEJNQVM
TJWFSFBDUJPOTThFZTUSPOHMZSFGFSUPFTUB
CMJTIFESVMFTPGFUIJDT
*OUIFJSJEFBMPGEFWFMPQNFOU UIFZ
TUSJWF UP BDRVJSF UIF BCJMJUZ UP FffiDJFO
UMZ BDIJFWF MJGF HPBMT  FWFO BU UIF FYQFO
TFPGCFJOHMJLFECZPUIFSTThFZXBOUUP
CF SFTPMVUF BOE QFSTJTUFOU JO QFSGPSNJOH
BTTJHOFE UBTLT ThFZ XBOU UP CF ESJWFO
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*O SFMBUJPOT  UIFZ XJMM FYIJCJU EFGFOTJ
WF BUUJUVEFT  DBVUJPVTOFTT  UFOEFODZ UP
XJUIESBX JO JOUFSQFSTPOBM SFMBUJPOT BOE
FNPUJPOBMBNCJWBMFODF*OBEEJUJPO UIFZ
XJMMCFDBVUJPVTJOFYQSFTTJOHUIFNTFMWFT
BOEXJMMTUSJDUMZPCTFSWFOPSNTPGFUIJDT 
FWFO BU UIF FYQFOTF PG TVQQSFTTJOH UIFJS
PXO FNPUJPOT /VS  $PN  'FN  /P$L 
" 

$IBSU"DUVBMJNBHF JEFBMJNBHFBOEUIFQSJODJQBMTJNBHFJOQFSDFQUJPOPGUFBDIFSTGSPNHSPVQ
%FTDSJQUJPOPGFYBNJOFEUFBDIFSTGSPNDMVTUFS
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TUBOEJOH JOUFOUJPOT PG PUIFST MFBE UP BH
HSFTTJWF CFIBWJPVST ThFZ USFBU PUIFST BT
SJWBMT ThFZ BSF BCMF UP TIPX BHHSFTTJPO
WJPMBUJOHTPDJBMOPSNT JOBOVODPOUSPMMFE
XBZXIJDIIVSUTPUIFST "HH "VU &YI 
4VDIBXBZPGGVODUJPOJOHNBLFTJUEJffi
DVMUGPSUIFNUPQMBZTVCPSEJOBUFTPDJBMSP
MFTBOEMFBETUPEJffiDVMUJFTJOBEBQUBUJPO
ThFZ PftFO DPNF JOUP DPOflJDU XJUI UIF
FOWJSPONFOUThFZIBWFBQFTTJNJTUJDBQ
QSPBDIUPMJGF XIJDIJTUIFTPVSDFPGTUSFTT
BOE UFOTJPOT JO MJGF 1"EK  %FG  4$O 
4$G ThFZMPPLDSJUJDBMMZBUUIFNTFMWFT
TP UIFZ IBWF QSPCMFNT USVTUJOH UIFN
TFMWFT$POTFRVFOUMZ JUMFBETUPEFGFOTJWF
BUUJUVEFTJOSFMBUJPOTXJUIPUIFSTThFZBSF
VOQSFEJDUBCMF UP UIF FOWJSPONFOU  UIFZ
BSF QFSDFJWFE BT JNNBUVSF BOE JNQVMTJ
WF 5P DPQF XJUI TUSBJOT PG FWFSZEBZ MJGF
UIFZDMPTFJOUIFJSPXOXPSMEJOQVSTVJU
PGTBUJTGBDUJPOUIFZFTDBQFJOUPUIFXPSME
PGESFBNTBOEGBOUBTJFT /1 " "$ ThF
UFBDIFST GSPN UIJT HSPVQ TFF UIFNTFMWFT
BT QSBDUJDBMMZ JOFffFDUJWF JO QFSGPSNJOH
UBTLT  FTQFDJBMMZ JO UFSNT PG QFSTJTUFODF
BOEPSEFSThFZQPPSMZEFBMXJUIPCTUBD
MFT UIFZBSFRVJDLMZEJTDPVSBHFEBOEBSF
JNQBUJFOUJOBXBJUJOHSFTVMUT &OE 0SE 

5FBDIFSTGSPNHSPVQUISFF DIBSU
 EFTDSJCF UIFNTFMWFT UISPVHI OFHBUJWF
BEKFDUJWFTThJTXBZPGQFSDFJWJOHPOFTFMG
MFBETUPJNQVMTJWFOFTTBOEEFGFOTJWFBUUJ
UVEFTJOSFMBUJPOTXJUIPUIFSTThJTNBZCF
EFNPOTUSBUFE XJUI BNCJWBMFOU BUUJUVEFT
BOERVBSSFMTPNFOFTT /P$L 6OG $PN 
%JffiDVMUJFT JO JOUFSQFSTPOBM GVODUJPOJOH
TFFN UP CF JOEJDBUJWF GPS TVDI B TUZMF PG
GVODUJPOJOH4VCKFDUTGSPNUIJTHSPVQBSF
GPDVTFE PO UIFJS OFFET  BOE JO SFMBUJPOT
XJUIPUIFSTUIFZFYIJCJUMPXTFOTJUJWJUZUP
GFFMJOHTBOEEJTUBODFJOSFMBUJPOT$BVUJPO
JO DPOUBDUT XJUI UIF TVSSPVOEJOH SFTVMUT
GSPNEPVCUTBTUPUIFJOUFOUJPOTPGPUIFS
QFPQMFThFFffFDUPGUIJTJTBWPJEJOHDMP
TFSSFMBUJPOTXJUIDPMMFBHVFTBUXPSLBOE
USFBUJOHUIFNXJUITVTQJDJPOThFZBQQMZ
B OBSSPX SBOHF PG TPDJBM SPMFT UPXBSET
PUIFSTThFZBMTPQSFGFSJOEJWJEVBMJTNJO
BDUJPO /VS "ff *OU *OU )FU " ThFZ
BSF BMTP TJHOJfiDBOUMZ TFMGDFOUSFE BOE
TIPXUIFUFOEFODZUPVTFPUIFSTGPSUIFJS
PXOQVSQPTFTThFZMJLFUPCFUIFDFOUSF
PG BUUFOUJPO BOE FYQFDU SFDPHOJUJPO 4FM
GDFOUSFE BUUJUVEF BOE EJffiDVMUJFT VOEFS
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Chart 4 Actual image, ideal image and the principal’s image in perception of teachers
from group 3

4PVSDFPXOTUVEZ
The ideal image of development of
teachers from group three is focused
around high expectations in the area
of self-fulfilment and functioning in
task-oriented situations. They would like
to see both, their own limitations and assets (Fav, Unf). They wish to prove themselves by skilful goal setting and efficient
task performance. They aim at self-discipline and maintaining internal order at
work. They wish to plan their activities
carefully and aim at their completion with

persistence and consistency, avoiding unnecessary distraction. They would like to
experience optimism and energy, which
would drive others to cooperation (Iss,
Ord, End, Dom, Ach). By efficient operation, they would like to get the sense of
confidence in themselves and independence in social relations (S-Cd, Suc, Aba,
Def). They wish to build self-confidence
on task orientation and independence at
the expense of good interpersonal relations. They are ready to put their own
32
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JTXIZUIFTVCKFDUTTFFLBffFDUJPOBOETVQ
QPSUJOPUIFSTThFZBENJUUIFJSIFMQMFT
TOFTTJODPQZJOHXJUITUSFTTBOEDSJTJTTJ
UVBUJPOTJOMJGFUPPUIFSTThFZFYQFDUUIFJS
TVQQPSUBOEIFMQ*OBEEJUJPO JOSFMBUJPOT
XJUIPUIFSTUIFZFBTJMZBTTVNFTVCPSEJOB
UFTPDJBMSPMFTThFZTFFUIFNTFMWFTBTMFTT
SFTPVSDFGVM BOE NPEFTU 4VD  "CB  %FG 
'$  $1  ThFZ PftFO HJWF VQ UIFNTFMWFT
BOEEPOPUUBLFUIFMJCFSUZPGTQPOUBOFPVT
TFMGFYQSFTTJPO*ODPOflJDUTUIFZVTFFWB
TJWFUFDIOJRVFTThFZTFFLTBGFUZJOXIBU
JTQSPWFOBOEDFSUBJOThFZBWPJESJTLBOE
DPOGSPOUBUJPO ThFZ BSF VOEFSTUBOEJOH
UP PUIFST BOE TFOTJUJWF UP UIF OFFET BOE
GFFMJOHT PG PUIFST "HH  "VU  &YI  ThF
TUSFOHUIPGUIFUFBDIFSTGSPNHSPVQGPVS
JT SFTQPOTJCJMJUZ BOE FNPUJPOBM NBUVSJUZ
&YDFTTJWF TFOTF PG DPOUSPM TPNFUJNFT MJ
NJUTUIFJSBDUJWJUJFTThFZDBOTFUGPSUIFN
TFMWFTTPDJBMMZBUUSBDUJWFHPBMTBOEBJNBU
UIFJSGVMfiMNFOUJOBDPOTJTUFOU QFSTJTUFOU
BOEPSEFSMZNBOOFS*OXPSL UIFZTIPX
DPOTDJFOUJPVTOFTT TFOTFPGSFTQPOTJCJMJUZ
BOEMPZBMUZ 4$O 0SE &OE 

interest before the feelings and needs of
others (Exh, Aut, Agg, Int, Nur, Aff, Het,
Fem).
To sum up, two risky tendencies should
be noticed in the ideal image of the subjects from group three. The first one is unconstructive expectations regarding their
own functioning - aiming at perfectionism in task performance at the expense
of good relations with others. The other
tendency is a significant discrepancy in
selected areas of functioning between the
actual and ideal image. This may lead to
blocking development tendencies of the
subjects, and this in turn may lead to frustration.
%FTDSJQUJPO PG FYBNJOFE UFBDIFST
GSPNDMVTUFS
8IFOEFTDSJCJOHUIFNTFMWFT UFBDIFST
GSPNHSPVQGPVSVTFEBMJNJUFEOVNCFSPG
BEKFDUJWFT)PXFWFS JOEFTDSJCJOHUIFN
TFMWFT UIFZ TFF CPUI UIFJS TUSFOHUIT BOE
XFBLOFTTFT ThFZ QSFTFOU UIFNTFMWFT BT
EFQFOEFOU PO UIF FOWJSPONFOU *U DPN
QSJTFT UIFJS DPOWJDUJPO UIBU PUIFST BSF
TUSPOHFSBOENPSFFffiDJFOU IBWFHPPEJO
UFOUJPOTBOEBSFSFBEZUPIFMQPUIFSTThBU
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Chart 5 Actual image, ideal image and the principal’s image in perception of teachers
from group 4

4PVSDFPXOTUVEZ
In the ideal image of development of
teachers from group four we can observe
the need to be strong, dynamic and confident. They strive to acquire the skill of efficient goal achievement and performance
of assigned tasks. They wish to function
well in task-oriented situations, carry out
tasks and be determined in pursuit of the
goal. They want to act efficiently, with
the sense of strength and involvement,
and skilfully manage others (Iss,P-Adj,
S-Cdf, Dom, Ach, Ord, End). In social
relations, they aim to be independent and
individual. They also wish to be the centre of attention of others, be able to stand
up for their cause and be independent of

expectations of others (Agg, Aut, Exh,
Fem). In the majority of dimensions, the
direction of expected changes in personal functioning is constructive. However,
a significant discrepancy between the
actual and ideal image suggests blocked
development tendencies. This might turn
out to be a hindrance for the subjects to
achieve the desired success in work on
themselves.

Summary
The purpose of the studies described
in this article was to define the relation
34

Contemporary Educational Leadership

Vol. 2, No 3/2015
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between perception of the principal and
personality of teachers. Selecting four
groups of teachers in the cluster analysis, which differ in their perception of the
principal, points to the personality-based
perception. A regularity emerges from the
research that the more constructive the
self-image, the more positive perception
of the principal. A similar regularity refers to an ideal image.
Also, specific recommendations for
principals result from these studies.
1.
They should be aware that
their perception does not depend only on
the quality of their operation, but is also a
derivative of what their subordinates experience.
2.
It would be appropriate
for principals to realise that the group of
teachers they work with is not homogenous,
3.
and this should result in a
diversified offer of support for them.
4.
In cooperating with teachers, the principal should use various forms
of cooperation and communication.
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