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An Investigation of the Effect of Leadership Change on Organizational Climate
Introduction/Need for Research
Leadership is “a process whereby an individual influences a group of individuals to achieve a common goal” (Northouse, 2013, p. 5). The style approach conceptualizes leadership as the behaviors exhibited by the leader, focusing exclusively on what they do and how they act (Northouse, 2013). Those day-to-day behaviors of the leader are “the single most significant determinant of climate” within an organization (Stringer, 2002, p. 12).  Organizational climate can be described as the environment perceived by the members of the organization and can be measured indirectly through the perceptions of the organization’s members (Stringer, 2002). It is a subpart of organizational culture and a direct reflection of the leader’s attitude (Schein, 2010). Because climate has a direct impact on the aroused motivation of workers within the organization (Stringer, 2002) an organization’s performance can be profoundly impacted when leadership stimulates a change in climate. 

The American Association for Agricultural Education’s National Research Agenda (Doerfert, 2011) speaks to the need for effective leadership to ensure “vibrant, resilient communities” (p. 12) and the development of mechanisms to evaluate leaders’ capacity to exert influence and effect change. This study contributes to the knowledge base on how change in leadership may impact organizational climate and, in turn, the effectiveness of that organization. This study sought to identify changes in perceived organizational climate following a change of leadership.

“The [organization] is a professional organization for agriculture science teachers and supporters of agriculture education”, which provides professional development for agriculture teachers and represents a unified voice for agricultural education in the state legislature ([organization website], 2012). They are led by a Board of Directors representing the general membership and an Executive Director who is employed by the Association. The previous Executive Director retired following the 2011 annual conference, presenting a unique opportunity to investigate perceived changes in organizational climate in 2012 under leadership of a new Director. 
 
Conceptual Framework
Organizational climate is described in terms of the following six dimensions (Stringer, 2002): “structure” indicates members’ feeling of having clearly defined roles and responsibilities along with a sense of being well-organized; “standards” reflect members’ perceived feeling of pressure to improve their performance and the degree of pride taken in a job well done; “responsibility” reveals the degree to which members feel a sense of autonomy in their work and freedom to make decisions without double checking with the leader; the “recognition” construct is reflected in whether or not members feel they are rewarded for good performance; the feeling of mutual trust and support within the group is indicated by the “support” construct; “commitment” describes members’ commitment to and pride in the organization. Leadership behaviors are described utilizing the same six constructs, indicating that specific leadership behaviors can be employed to influence specific dimensions of the organizational climate (Stringer, 2002). 

Methodology
This was a descriptive longitudinal study. A census of the [organization] Board of Directors present at the meeting conducted during the annual professional development conference was used for data collection in 2011 (N = 51) and again in 2012 (N = 49). The climate questionnaire developed by Stringer (2002) was used. Twenty-four items in Part I referred to the perceived organizational climate, resulting in four questions per climate dimension. Part II contained 18 questions regarding perceived leadership behaviors of the Executive Director, with three questions per climate construct. Items in Part I were measured in a 4-point Likert-type scale, while Part II items were measured on a 5-point Likert-type scale. 

Results
Means and standard deviations were calculated for each of the climate constructs for both years. In 2011, mean scores for organizational climate ranged from 1.96 to 3.84 with “responsibility” being lowest and “commitment” being highest. Mean scores for the 2011 Director’s practices ranged from 4.21 to 4.61, also with “responsibility” being lowest and “commitment” being highest. In 2012, mean scores for organizational climate ranged from 2.23 on the construct “responsibility” to 3.76 on “commitment”. Mean scores for the 2012 Director’s practices ranged from 3.79 on the construct “responsibility” to 4.36 on “support”.
T– tests were used to determine significant differences between 2011 and 2012 on each of the twelve constructs. Regarding organizational climate, significant differences were identified between the two years on the constructs of “structure”, t(97) = 2.66, p < .05 and “responsibility” t(97) = -2.75, p < .05. In regard to the Director’s practices, significant differences were identified on five of the six constructs, with “support” being the only construct without a significant difference. Effect sizes ranged from r = 0.21 to r = 0.33, indicating a nearly medium effect (Cohen, 1988) on all constructs showing significant differences between years.  

Conclusions/Implications
[bookmark: _GoBack]This longitudinal study described differences in organizational climate and leadership behaviors as perceived by the members of the [organization] before and after a change in leadership occurred. Members of the Board of Directors perceived differences between the former and current Executive Directors’ behaviors on five of the six climate constructs, however, they only perceived differences in the organizational climate on two of the six constructs. This provides only partial support for Stringer’s (2002) suggestion that leadership behaviors directly influence organizational climate. It may be that more time is needed following a change in leadership for members to begin perceiving a change in organization climate. Further research is recommended to determine if perceptions of the organizational climate eventually change and if that can be attributed to leadership.
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