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Evaluation of Climate and Perceived Leadership in a Professional Agriculture Organization 
Introduction/Need for Research
Leadership is a highly sought after and highly valued commodity (Northouse, 2010). Northouse (2010) defines leadership as “a process whereby an individual influences a group of individuals to achieve a common goal” (p. 3).  Leadership has been conceptualized in a wide variety of ways, including the style approach. This approach emphasizes the behavior of the leader, focusing exclusively on what they do and how they act (Northouse, 2010). Stringer (2002) states that a leader’s daily behavior is the most important determinant of climate within an organization, which can be described as the environment perceived by its members.

The American Association for Agricultural Education’s National Research Agenda (Doerfert, n.d., p. 21) identifies one priority as that of creating and maintaining meaningful, engaged learning in all environments. This research may help to identify what behaviors agricultural leaders can utilize to create the climate necessary for their organization to thrive. 

Conceptual Framework
Organizational climate, or perceived environment of an organization by its members, can be described in term of six dimensions (Stringer, 2002). Those dimensions are described as follows: 
1. Structure - sense of being well-organized and having clearly defined roles and duties 
2. Standards - members’ feeling of pressure to improve performance and pride in work
3. Responsibility - feeling of autonomy in work and confidence in individual decisions 
4. Recognition - whether or not members feel rewarded for a job well done 
5. Support - feeling of trust and mutual support within the group 
6. Commitment - members’ commitment to and pride in the organization 
Leadership behaviors can also be categorized in terms of the six dimensions used to describe climate, indicating that a leader can employ specific behaviors to influence specific dimensions of the organizational climate (Stringer, 2002).

Methodology
The Vocational Agriculture Teachers Association of [state] is a professional organization comprised of agriculture educators at the secondary and post-secondary levels and supporters of agriculture education ([association website], 2011). Their role is to “inform agriculture teachers about the latest agricultural education practices, encourage higher standards of teaching agriculture and provide agriculture education a unified voice in the state legislature” ([association website], 2011). The association provides leadership for agriculture teachers and coordinates continuing education through an annual professional development conference. 
A census of the [association] Board of Directors present at the meeting conducted during the annual professional development conference was used for data collection (N = 51). The climate questionnaire developed by Stringer (2002) was used. Part I contained 24 questions referring to the perceived organizational climate measured on a 4 point Likert scale. Part II contained 18 questions regarding perceived behavior of the leader, or Executive Director, and were measured using a 5 point Likert scale. Post-hoc reliability calculations produced Cronbach alpha scores ranging from .41 to .69 on Part I and .54 to .81 on Part II. 
Results/Findings
Means and standard deviations were calculated for the six constructs on Parts I and II of the climate questionnaire. Pearson product moment correlations were then calculated between the six constructs in Parts I and II.  Mean scores for the organizational climate ranged from 2.20 to 3.84, with members’ perceptions of responsibility being lowest and commitment being highest. Mean scores related to members’ perceptions of the executive director’s practices were very high, ranging from 4.21 to 4.61, again with responsibility being the lowest and commitment being the highest. 

Correlations were identified and described using Davis’s conventions (1971). Moderate positive relationships were identified between Parts I and II on the constructs of structure (r = .44), support (r = .44), and recognition (r = .40). A low positive relationship was found on the commitment construct (r = .24). A moderate negative relationship was found on the construct responsibility (r = -.33), while a low negative relationship was found regarding the construct standards (r = -.10). 

Conclusions/Implications/Recommendations
[bookmark: _GoBack]This descriptive study investigated the climate of an agriculture organization, as well as the leadership behaviors of the organization’s Executive Director, as perceived by its Board of Directors. Regarding the organizational climate, board members perceived commitment and support to be the strongest, indicating they felt there was mutual trust among the members and commitment to the association. The next constructs members most strongly agreed with were structure and standards, revealing feelings of being well-organized and striving to do a good job. Participants slightly agreed that members were rewarded for a job well done, and they disagreed that there was a high level of autonomy among members, indicating that actions were typically double-checked or approved instead of members taking initiative and acting on their own. 

Board members perceived the Executive Director to exhibit behaviors in all six climate constructs, with the lowest mean score being 4.21. Correlations revealed differing relationships between the perceived organizational climate and the perceived actions of the Executive Director. Positive correlations identified may indicate an avenue for further research to investigate the relationship of the leader’s actions and the perceived organizational climate in those constructs. The negative correlation found regarding responsibility is intriguing and provides additional opportunity for investigation of the relationship between leadership and organizational climate. Replications of this study are recommended across a variety of organizations in order to further explain the relationship between perceived leader behaviors and climate. 
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