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Abstract Organizational culture constitutes a
fundamental characteristic of the educational organism,
because, it contributes to the shape of its character and of
its members’ way of thinking and behavior and, it is also
connected to the employees’ productivity and the students’
academic performance. It is commonly held that leadership
and organizational culture are in a constant process of
interaction and heteronomy, constituting two sides of the
same coin. Therefore, one of the most important tasks that
the educational leader undertakes is to create and manage
organizational or school culture. We conducted research by
subjecting a number of secondary school principals within
Attica Prefecture in Greece to semiconductor interviews
regarding the way in which they perceive the notion of
organizational culture investigating the circumscription of
culture, its contribution to the development of the school,
its differentiation from the school climate, the principals’
vision for the culture of their school. It is clearly evident by
the results that the notion of organizational culture is
neither perceived nor defined by everyone in the same way
resulting in it being frequently identified with the
Organization and Administration of the school unit, while
confusion with the notion of school climate is also
observed.
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1. Introduction

Organizational culture has been investigated in the
education sector mainly in decentralized education
systems.

Culture, a fundamental component of an organism and
an indicator of its quality is a complex, multidimensional,
multileveled, and widely investigated notion, and even
though culture has been proved a critical aspect of schools,
and a crucial component for creating change in schools,

there is no standard definition of the notion [5 - 12]. It is
interpreted as the symbols, rituals, and myths that convey
the values and perceptions of the organism to the
employees [13], as the ideology of the organism,
containing its perceptions and customs which differentiate
it from the other organisms [14], as a system of commonly
held perceptions which distinguishes one organism from
the next [15]. Therefore, culture functions as a means of
comprehending of what happens within an organism, as a
frame of defining the reality of the organism [16, 17], as “a
common system of common orientation that keeps its
members in check and assigns a special identity to it. The
orientations are the values, rules, myths, behaviors, and
silent acceptances” [18], according to which the organism
functions and concern organizational culture.

Organizational culture is often confused with the climate
of the organism [19], or with the terms school climate and
school ethos [11], as both notions, culture and climate,
focus on the way in which the members of the organism
perceive their environment [20], and both notions
constitute basic factors for the description and analysis of
organizational phenomena [21], and both notions are based
on the existence of fundamental acceptances regarding the
function, but also the comprehension of its organizational
structure [22].

More specifically, the special character of the school,
which constitutes an organism [23], is shaped by the
culture and the climate, a fact that caused the extensive
investigation of both notions [24, 25]. As school culture
affects school climate [26], for instance an organization’s
culture is a behavioral manifestation of its climate [27], the
climate constitutes an element of organizational culture. By
extension, many researchers perceive the two notions as
identical or the climate as a subset [28, 29], an
interpretation [30] or as a superficial expression of culture
[31], even though the historical origins of the climate are
traced to the science of psychology, while those of culture
to anthropology and sociology [32]. Conclusively, culture
comprises mainly of values and norms, has dimensions
which are more generalized and holistic and is approached



2520

through qualitative investigation [29].

While climate descriptively ascribes what happens
within an organism, culture attempts to define the cause of
what happens [10, 33]. More specifically, climate, the
atmosphere of the school organism (34, 22, 35], expresses
how the employees perceive the organism on issues of
practices, policies, processes, routine, and compensations
[36, 37, 20], focuses on the status quo depicting the
employees’ perceptions, feelings, and behavior and is
considered ephemeral, subjective, and possibly dictated by
the administration of the organism [38]. On the contrary,
culture concerns fundamental ideologies [39] and
acceptances [40], common values [18, 41], school
administrators’ basic tasks, such as setting goals and
objectives for the school and education regarding the
values desired to take place at school [42], “a positive
atmosphere” [43]. It is influenced by the symbolic
interpretations of what happens in an organism and by the
behavioral norms [44], is more stable than climate, has
strong roots in history, demands collectivity, and is
resistant against actions which shape it [38, 40].

Organizational or school culture is constructed by all the
stakeholders within the education organism namely
educators, students, principals, parents, administrative and
supportive staff [45, 46], who all have the expectation their
psychosocial, developmental, and educational needs will
be taken care of [47 - 49]. From this point of view,
individual goals have to be converted to share goals in
schools, indicating there is a collective consciousness
among the members and the coherence of a shared vision
developed by the headmaster. Thus, it is crucial the school
leader make the shared vision compatible with the school
culture [43]. When shared vision is combined with
coherence in culture, it makes the vision more achievable,
which allows school leaders and their employees to turn the
vision into action [50]. Moreover, organizational or school
culture focuses on the members’ beliefs and values, which,
in many cases, are not easily perceived [35], and also on
common goals and learning objectives [51] or it is
connected to respect to hierarchy and the structures of the
organism [52]. So, school culture is not static, but dynamic,
in direct relation to the human element, which, according to
Tschannen-Moran [53], an efficient headmaster allows the
school to manage its critical human resources more
effectively, comprised of convictions, values, and beliefs
that essentially hold the school organism together,
ascribing to it a common identity and contributing to the
shaping of its character [54]. More specifically, it concerns
the behavioral tactics of employees [7, 55 - 61], norms
which are developed within the frame of the individual
groups, fundamental values of the organism, policy
towards the clients and employees, rules of the survival
game within the organism, the internal climate of the
organism, and the way of interaction between the
employees and the clients as well as among themselves
[61].
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Research concerning organizational culture emphasize
that culture has a great role on effectiveness [62—-64] and
academic achievement [41, 62, 64—69], as effective leaders
who create culture have an indirect but profound impact on
school’s effectiveness and students’ achievement [70-72].

Furthermore, there are many studies revealing the
relationship between school culture and job satisfaction
[73-74], school culture and organizational commitment [69,
73-74].

Organizational culture has been interpreted in many
ways [22]. Indicatively, Verbeke, Volgering & Hessels [75]
highlighted 54 different definitions in the bibliography
between 1960 and 1993. Generally researchers seemingly
perceive it shared among the members [76], constituting
not only a group practice, but also a group action, the
"practice of entities” [6], influencing the stances and
behaviors of employees [64], comprising of common
values, beliefs, and acceptances [10], existing on many
levels, like collective or organizational [78], being
perceived as a notion holistically by the researchers, among
whom Schein as well [29, 79]. Schein [10, 40, 45] put
forward the most popular and concise definition, which is
also accepted in the present paper. “Organizational culture
constitutes a standard of basic acceptances which are
discovered or developed by a specific group when it learns
how to deal with problems of outward adaptation and
inward fulfillment, which has been sufficiently tested in
order to be considered valid and for that reason to be taught
to new members as the correct way of perception, thought,
and sense regarding these problems.”

According to Schein’s holistic approach [15], the first
level of culture (artifacts) is constituted by visible
characteristics of the physical environment of the organism,
but also behavioral norms conveyed to the members of the
organism via stories and rituals and providing visible
examples to the organism about the culture [80, 18].

The second level (espoused beliefs and values) includes
a system of common values which, on one hand, is
reflected on the goals of the organism and, on the other, it
influences the members’ behavior, who try to convert the
values to behavioral norms of the first level.

Lastly, at the deepest and most abstract third level
(underlying assumptions), in which the essence of culture
is included [35], lie the unconscious, abstract convictions,
perceptions, thoughts, and emotions of the members of the
organism which are related to human nature, human
relationships, truth, and the environment, comprising the
primary source of values and action.

Conclusively, culture, extremely important for the
survival and development of the organism, consists of
apparent and obscure behavioral models which are
acquired and transmitted through norms, values,
philosophies, perceptions, and acceptances that contribute
to its formation. It creates distinct boundaries among
organisms, providing a sense of identity to the organism,
eases the development of devotion within the group,
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increases stability within the social system, is responsible
for the formation of the organism as well as its members’
suitable behavior [81], enhances the energy, motivation
and vitality of school community members [75],
strengthens the organism, limit the cases of members’
leaving the organism [82], and affects effectiveness [83]. It
contributes to better communication among staff; students;
and directors, and to the choice of more efficient solutions
for problem solving and increases interest in the values and
ethos of the school [98-99].

The general aim of the present paper is the investigation
of the perceptions held by principals who work in
secondary public schools within Attica Prefecture
regarding the issue of organizational culture in education,
on a theoretical and practical level.

The study of the notion within the frame of a centralized
system, like the Greek one, within the headmaster, mainly,
deals with the administrative operation of the school as an
organization through bureaucratic procedures involving
day-to-day routine and conductive administrative tasks [1],
constituting indeed a challenge if headmasters may accept
skeptically the central educational policy and shape along
with all members of the school unit, its “internal” policy [2
- 4], gives rise to the comparative validation of the Greek
educational reality in relation to the European or world
facts. The location, in fact, of the conducting of the
research, as well as the choice of the qualitative method
contribute to the overcoming of the regional validity of the
conclusions and to the obtainment of a realistic evaluation
regarding the administration of the educational organism.

2. Materials and Methods

The question with which we have dealt with was: How
principals perceive the notion of school culture?

The qualitative approach was selected whose aim is the
in-depth approach and comprehension of numerous and
different dimensions of human behavior, as they are
defined by social processes, conditions, and meanings [84].

More specifically, the semiconductor interview was
used as a tool for the collection of data regarding the
investigation of secondary school principals’ perceptions
and practices, as it is flexible and suitable for the gathering
of empirical data through the analysis of the interviewees’
answers, allowing for clarifications to be offered and for
other matters to be discussed which will possibly emerge
throughout its duration [85-87].

The research was conducted between February and April
2017. The participants were the principals of all public
secondary schools and more specifically of junior high
schools and high schools who served in schools within
Attica Prefecture secondary schools during the 2016-2017
school year. Prefecture of Attica is the representative of
Greece, as the 34% of Junior High schools and 35.4% of
High schools of the country operate there.
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The research questions arose from both the study of
literature and from the long experience of researchers in the
field in positions of responsibility (directors, school
counselor).

In order to increase the validity of the research® even
though it is a qualitative one, we used as way of sampling
the sampling by layers. Attica Prefecture schools were
recorded in numerical order, by administrative education
zones, noting the type of school (High School - Lyceum)
and the principals’ gender.” From a random number table
[88] the schools were selected in a way according to which
one of the two conditions to be different (gender or school
type). In this way we finally selected an equal number of
schools as far as Administration zone (1 from each
Administration zone and 2 from the largest ones), school
type, and the principals’ gender were concerned.® Twenty
schools were initially selected. Communication with the
principals which had initially been selected ensued, the
necessary clarifications were provided, and the time and
place for the carrying out of the interview were confirmed.
In total, six of the principals who had initially been selected
refused to participate for different reasons (mainly lack of
time).

The sample finally consisted of ten principals, aiming
for equal participation from both genders, based on the rule
of adequacy, which is necessary for the carrying out of a
quality research [89].

Before the interviews, we received 2 pilot in order to
observe any problems or misunderstandings, and then we
drafted the interview guide. In order to increase the validity
of the research, we gave the transcripts to two participants
who confirmed the accuracy of their reasons (participant
validation) [91].

The adequacy for our research was achieved on the
eighth interview, but two more interviews were conducted
for the validity of the research to increase. All principals
have been serving in education from 23 to 35 years. The
years in service vary from 2 to 26. Two (2) possess
Master’s degrees and one (1) a PhD too. One of the
principals  has  had  further  education  on
administration/management.

The analysis of data was done by using the method of
content thematic analysis [90].

Lastly, we took into account the ethics and the code of
conduct as for the ensuring of the participants’ anonymity,
providing information regarding the aims of the research,
the right of voluntary participation, and ensuring discretion
[871.

1 As validity we accept what Lincoln (2001) describes as internal validity.
2 In High School study students aged between 13-15 years old and
attendance is mandatory. In Lyceum study students aged between 16-18
years old and attendance is not mandatory.

3 For instance, if the first school was in the Central Zone and it was a
junior high school with a male principal, and if the next number referred
again to a junior high school with a male principal, we did not select it and
moved on to the next number
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3. Results

The object of investigation in the present study was the
way in which the Attica Prefecture secondary school
principals perceive the notion organizational or school
culture, at a theoretical and practical level, in relation to the
development of the school and the school climate, and
finally expressed as vision. So, the questions addressed to
the principals pertained to the perception of the notion or
organizational/school culture, its contribution to the
development of the school, its differentiation from the
school climate, and their vision regarding the culture of
their school unit.

Initially we asked the principals the first word that
sprang in their mind when they hear the notion of
organizational or school culture. The notion was perceived
as calmness in the school environment and as a necessary
prerequisite for the fulfillment of the educators’ task (1.4),
as contradicting and ineffective laws (1.8), as activities
which regard organization and defined by the principal’s
vision (1.6), as rules or way of function of the school unit (I.
5, 3), as common principle, views, ideas (1.5), as the school
community members’ behavioral way (1.7), as love toward
the student (1.9), as theater (1.10). Also, the necessity for
specialization was noted which, though, is related to school
activity or computerization (1.2), as well as the incapacity
of its approach (I.1).

“the calmness that has to exist in the school in
order for the principals’ task to be fulfilled
among teachers, parents, students ... the
principal needs to function as a shock absorber
among all involved” (1.4)

“the school is a small society with rules ...
it finctions as a miniature society with the
excepiion that as educators we have to handle a
number of underage children as well as their
parents ... we have a non-uniformity same as
the one of society” (1.5)

“the principal’s, students’, teachers’,
everybody’s way of behavior” (1.7)

“I cannot as a notion relate it to the
organization of the school, its definition
requires considerable specialization ... possibly
it is related to school activities, or
computerization” (1.2)

“Theater” (1.10)

The next question concerned the contribution of culture
to the development of the school, through examples.
Initially non-existence of contribution was mentioned (1.2),
mitigation of the positive contribution of culture by factors
such as the principal’s and teachers’ personality or the
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pedagogical deficiency which characterizes a large portion
of them (1.4), but also the limitation of contribution to the
development of a special cultures among students who take
part in cultural school activities (1.6), to the establishing of
goals of the school organism as well as of their
achievement (1.3), with the primary goal the formation of
students as complete personalities (I. 7, 9, 5), to the
energizing of all involved in the school unit towards the
pragmatic and not typical application of laws about
education (1.8). Lastly, as school culture is influenced by
the distinct culture of the local community, the
collaboration of the school unit with the local authorities
towards the achieving of its goals is considered absolutely
necessary (1.5).

“Culture does not help the development of a
school, it is independent.” (1.2)

“It contributes a little to the development of
the school, helps the children see a few things
more, the world around them.” (1.10)

... it depends on both the principal’s and
the educators’ capabilities, each have their own
perception ... each have their own culture, they
may be excellent at teaching but not have
culture ... " (1.4)

“It plays an important role from the
perspective of state laws, but not in their type,
but in their essence and in such a way of
application that all factors of school life are
activated.” (1.8)

“It is important that each school have its
own culture, in order to be able to set goals and
endeavor to achieve them.” (1.3)

“_.. aschool is relevant to its surrounding
community ... and the culture of the area is of
great importance because it pervades school
culture ... we can collaborate ... and promote
school forward always in collaboration with the
local community...” (1.5)

“... culture ... will define them throughout
their life and will also instill role models in
them for their life ... " (1.9)

The interviewees, subsequently, were asked if culture is
different from school climate and in what. Initially it was
found out that both terms (2) were considered the same
either vaguely (1.1) or due to their common definition as
the spirit, the idea, the atmosphere of the school (1.9). In a
parallel manner, correlation of school culture and climate
was noted (3). More specifically, culture was approached
as a prerequisite for the formation of school climate (1.5),
permanent and more in-depth (1.6), aiming towards the
growth and organization of the school community as a
whole, opposing the fluidity of school climate (1.6), which
constitutes a superficial expression of school reality (1.3).
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Lastly, a tendency for differentiation between the two
notions was observed (5), either indistinctly (I. 2, 10, 7), or
due to the distinctiveness of the local community (1. 4, 8).
More specifically, the culture of the local community on
one hand defines the students’ distinctive culture
influencing their receptiveness to pedagogical stimuli, a
fact that that disturbs the calmness and organization of the
school mainly when we refer to impoverished, both
economically and culturally, areas (1.4) and on the other it
is reflected on the school climate (1.8). Thus, the school
culture should be made to adapt to school climate taking
into account local area factors, in order for positive
influence to be achieved (1.8).

“I think they are the same thing __. they are the
spirit of the school, they are the atmospherethat the
school has, these two are not distinguished from
one another. " (1.9)

“They are not independent, one influences the
other, butthe school climate is a little fluid ..
whereas culture is something deeper, more
permanent. " (1.6)

“Climate is something superficial ... what has
to be projected outside ... culture is there to
cultivate all parts ... to see it wholly ... emits
organization ... status quo. " (1.3)

“_.. there are also great inequalities among the
children, for instance, regarding attendance of
spectacles, the reactions are different... There is an
order, a calmness, but there is also a wear namely
to be able to maintain calmness you should let
things slide and not react, this creates a wear to
administration, the principal ends up dealing with
all the difficult problems that need solving and that
is why it is not a post to be held for many years.
(1.4)

“_.itis a great deal different because the
school climate is greatly relevant to the culture of
the area ... the school culture has to adapt to the
school climate and after it has taken into account of
all the factors of the areato try to affect it in the
best possibleway” (1.8)

The last question that the principals were asked was how
they visualize the culture of their school. The observation
that bureaucracy and centralization of the educational
system deter vision, do not leave space for initiative, and
push towards the faithful following of the detailed
curriculum was universal. Therefore, vision is expressed as
the facilitation of individual pioneer acts by the educators
(I. 1, 10), especially when the aim of our educational
system has been transformed from the formation of healthy
citizens to the making of higher education candidates, with
an education deficiency though (1.8). By extension, the
principals’ vision was identified with free creative action
(1.6), good school climate, collaborative disposition, but
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also the necessary contribution of all stakeholders to the
school affairs (1. 2,4). It was identified with the pleasant
school environment, an environment which projects
happiness, respect, sense of justice, successes, with the aim
of forming healthy citizens (I. 3, 5, 7, 9). Lastly, the
decentralized system, the autonomous and flexible school,
accountability, assignment of substantial responsibilities to
the principal, like the responsibility of the appointment and
development of teachers comprise a more groundbreaking
facet of vision (1.8).

“Whatever vision the principal may have, they cannot apply
it due to the centralized educational system which does not favor
changes ... Therefore, the only plausible thing is not to disturb the
of those educators who want to do something different” (L1)

“I believe that school is everything in society. I think that all
societal problems start and stop at school because it is from here
that the child receives fundamental rules, fundamental culture in
order to later evolve as a citizen. Unfortunately, the Greek
educational system does not make citizens but typical higher
education candidates. " (1.8)

“More creative ._to leave more space to one to do their own
things, to go a step further than what legislation dictates ... not
so much bureaucratic ... (L6)

“... the school should be such that every child waking up in
the morning should say ‘I'm happy to go school’ and the

educator too ... " (L5)

happy children first

socialization, to leamn the fundamentals they need to know, for

and foremost, fo acguire
the school prepares them for later life ... we want our students to
be successful” (L3)

pleasant  environment cooperation, sincerity,
eagerness, consistency, democracy, fear not to exist ... respect for
ourselves first and foremost and then for others

Justice ...” (LT}

... decency,

“._.the public school to give what it must, which is important
to the grafting and change of society ... there is great potential
that can be brought out in a flexible and autonomous school with
accountability...” (1.8)

4. Discussion

The research question explored was how managers
perceived the concept of school culture. The aim was to
find out their perceptions of the concept of culture, its
contribution to the development of the school, its
differences from the school climate, and their vision for the
school unit which they preside.

Our study adds to the pre-existing research on the
delimitation of the notion of culture, especially regarding
Schein's holistic approach, as well as its contribution to the
development of the school. It confirms the findings of other
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surveys on the confusion of the terms culture and climate.
Mostly, however, it differs from other surveys as it
highlights the difficulty of a meaningful approach to
culture, its depiction of a vision that is confounded with the
mission of the school and its inability to be consciously
linked to school efficiency, learning outcomes or job
satisfaction.

More specifically, Attica Prefecture secondary school
principals perceive the notion of organizational/school
culture as calmness in the school environment (1.4), “a
positive atmosphere” according to Turan & Bektas [43], as
laws (1.8), rules or way of how the school community
functions (l. 5, 3), as activities relevant to organization and
the principal’s vision (1.6) [43, 50], as common values,
views, ideas (1.5) [18, 41] or the members’ way of behavior
(1.7) [57, 7,58], as love for the student (1.9) confirming that
an efficient headmaster allows the school to manage its
critical human resources more effectively [53] , as theater
(I. 10). They profess that culture contributes to the better
organization of the school community (1.1) as the
headmaster deals with the administrative operation of the
school as an organization through bureaucratic procedures
involving  day-to-day  routine and  conductive
administrative tasks, within the highly bureaucratic and
hierarchical Greek educational system [1], to the setting of
aims and the achievement of targets (1.3), regarding the
values desired to take place at school (42], or focused on
common goals and learning objectives [51], with the
formation of healthy students as the most important one (I.
7,9, 5), provided that members of the school community,
including parents, students, and staff, have the expectation
their psychosocial, developmental, and educational needs
will be taken care of [47 - 49], but also to the development
of students’ theatrical culture (1.10), to the stakeholders’
activation toward the substantial application of educational
laws (1.8) @S It constitutes a challenge if headmasters, in
centralized educational systems, may accept skeptically the
central educational policy and shape along with all
members of the school unit, its “internal” policy [2 - 4], to
the increase of the members’ interest for participation in
school activities (I. 6). They also claim non-existence of
contribution (I. 2) or its limitation due to the teachers’
pedagogical deficiencies (1. 4).

Furthermore, the principals identify culture with school
climate (1. 1, 9), they distinguish the two notions (I. 2, 4, 10,
7, 8) or they correlate them (1. 5, 6, 3), confirming that
school culture becomes confused with the terms school
climate [11, 19] and school ethos [11]. Coming to a
conclusion, within the frame of an asphyxiating centralized
system, their vision is attributed as the facilitation of
educators’ individual pioneer actions (I. 1, 10), as free
creative expression (l. 6), as good school climate with
conformations of collaboration, even if it is forced (1. 2, 4),
as pleasant school environment (I. 3, 5, 7, 9) or as a
decentralized, autonomous, and flexible school (I. 8).

Regarding the definition of culture, different ways for
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the perception of the notion are established indicating that
even though evidence and studies suggest culture is a
critical aspect of schools, and a crucial component for
creating change in schools, there is no standard definition
of culture [5, 7-12] including the inability to interpret it (2)
or the erroneous approach to it (1), as it was generally
perceived as theater culture. More specifically, culture is
attributed as rules or way of function (3) is confused with
the Administration and Organization of the School Unit as
a typical organization. Furthermore, it is identified with
climate (1) confirming Gomez-Mejia et al. [61], who
consider the inner climate of the organism one of the
characteristics of organizational culture. Primarily, the
researchers’ holistic approach was not confirmed (3), like
Schein’s [29, 79], as each interviewee approached a
different level of the notion. In more detail, the
interpretation of culture as member’ behavioral norms (1)
pertains to the Schein’s first level, confirming scholars and
researchers mentioned in the present paper [77, 55, 92, 10,
93 80, 18 56, 59, 60, 15]. The approach as common values,
ideas, perceptions (1) pertains to Schein’s second level [26,
55, 92-93 10, 76 59, 60, 15], while as human emotions —
love for the child pertains to Schein’s third level [10,
93-94].

As for the issue of the contribution of culture to the
development of the school, identification of organizational
culture with the Administration and Organization of the
School Unit is inferred (5), as its contribution to
organization (1), to the setting of aims (1), and to the
formation of healthy students (3), pertain more to the
educational organism as a typical organization [95].
Clearly the contribution of culture to better organization
and targeting confirm research data [62-64], without,
however, in our research, culture being perceived as the
most significant factor for the restructuring of the school
[95-96].

Additionally, by the activation of all stakeholders toward
the substantial and not typical application of education
laws (1) an organism is established, on one hand, focused
on what is truly important and valuable [98-99], and, on the
other, consisted of members dedicated to the group
endeavor having the appropriate behavior [81], confirming
the relationship between school culture and organizational
commitment [69, 73-74]. In parallel, culture contributes to
initiatives for the betterment of the school [100], as long as
the members show an increasing interest in participating in
school activities (1), confirming that culture enhances the
energy, motivation and vitality of school community
members [75], while also decreasing the cases of members
leaving the organism [82], as is evident by the members’
intention to stay at the specific school (1) in order to carry
out the activities.

On the contrary, the absence of the contribution of
culture to the development of the school is not confirmed
by scholars/researchers, while its contribution to the
students’ who participate take part in the cultural activities
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of the school specific culture is considered erroneous, as
the notion is perceived as theater culture (1). Lastly, the
mention of factors that limit its positive contribution
(personality, pedagogical deficiency) (1), shows the
mutually-depending relationship of culture with the
members of the organism [35].

Regarding the difference between culture and school
climate, on one hand an accepted interpretation of climate
was defined as (1) the atmosphere of the school organism
[34, 22, 35], on the other the prevailing confusion of the
two notions was generally validated [11, 19]. More
specifically, the differentiation between the two notions
claimed by the majority of the interviewees (5) either was
not justified (3) or was erroneously substantiated (2), as
school culture was identified with the culture of the local
community, which contributes to the formation of the
students’ specific culture influencing, by extension, school
climate. In addition to the correlation of the notions (3) the
permanence of culture (3) is confirmed [38, 40] opposing
the fluidity, the temporary character of climate [38, 27].
The total identification (2) of one notion with the other
primarily confirms the confusion of organizational culture
with climate according to Schein [21, 20, 27] and on a
second level confirms the scholars who perceive the two
notions identical because, according to Mintzberg [14], the
culture of a school is reflected on the school climate.

As for their (the principals’) vision regarding their
school culture, factors were recorded (bureaucracy,
centralization) which oppose the notion of vision (10), but
also the spirit of education (1). By extension, the principals’
vision is reduced to noting the negative sides in the
function of an organism without, though, including the
meaning of culture. In more detail, vision is involved in the
school mission, seeking to form healthy citizens in a
pleasant environment (4) or expressed as collaborative
disposition, even forced (2), as facilitation of individual
pioneer actions by educators (2), as free creative
expression (1). Although the pleasant environment,
cooperation, innovative action and creativity confirm the
linking of culture to job satisfaction [73-74], in this case
some sides of the Greek educational reality are erased, such
as the absence of collective culture, the prevalence of
individualism, and the compelling need of undertaking
initiatives.

In conclusion the lack of vision confirms Bagakis’s [101]
point that “the [Greek] schools usually do not have targets
to meet and they do not have substantial pedagogical
discussions. It is often evident that the ‘letter of the law’ is
[the main] schools’ ... priority ... The culture of the
‘automatic pilot’ and the lack of vision and orientation of
each school is evident in the Greek context”. Lastly, the
groundbreaking identification of vision with the
decentralized system, with the autonomy and flexibility of
the school, with the assignment of substantial roles and
initiatives constitutes an expression of culture (1), erasing,
in fact, elements of culture of effective organisms [102, 18]
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and highlighting that the headmaster of the school unit,
who functions as a bearer of changes, innovations, and
visions, surpassing the bureaucratic dimension of his role,
is one of the most important factors of their success
[103-105].

5. Conclusions

The present study concerned the investigation of Attica
Prefecture secondary school principals’ perceptions on the
issue of organizational culture. The notion is complex,
multi-leveled, a tool for restructure, improvement, change,
it reveals a philosophy for the administration of the
education organism, demanding as base the holistic
approach of the education process, the strategic orientation,
the development of a system and direction of values, as
leadership and organizational culture are in a constant
process of interaction and heteronomy.

By analyzing the data, difficulty in defining
organizational culture, incapacity to holistically perceive
the notion, and confusion with the Administration and
Organization of the School unit. Culture was not perceived
as a touchstone for the betterment and restructuring of the
education organism, but as supporting factor for the
function of a typical organization. In logical turn,
confusion of the notions culture and climate was observed,
as well as restraining of vision within an asphyxiating
education process, detached from the spirit of culture. It
was obviously expected not for the educators’ incapacity to
become evident, but the incapacity of our education system,
as the responsibility is attributed to a deficiency of
education policy. So the justified question arises as to how
the totally reasonable demand of the modern education
reality for the shaping, handling, and change of culture will
be materialized? How will the transition from bureaucratic
process towards creative education process take place?
What is demanded, in order to go from theory to action?

Future research should focus on depth on headmasters’
stereotyped perceptions about the notion of culture, its
significance and their resistance in change.

Limitations

When generalizing the results of this study, the limited
sample should be taken into account. Nevertheless, the data
don't lose their value.
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