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Abstract
Assessment of teacher behavioral aignment in relation to organizational congruence is
extremely limited in the educational arena; add in the implementation of knowledge
management, and research is nonexistent. While there is a plethora of literature and
research on individua elements which combine to make both behaviora aignment and
knowledge management, there is nothing currently available that attempts to measure the
relationship between these two superseding organizational elements. It was the purpose
of this qualitative case study to establish baseline criteria/questions for studying the issue
of the overarching relationship between knowledge management and behaviord
alignment in order to achieve organizational congruence within the educational arena.
During the course of this study the need for more research in this area was verified based
upon the analysis of eighteen extensive interviews. These interviews involved teachers,
site administrators (e.g., principals and assistant principals), and district administrators
(e.0., superintendents and assistant superintendents) within three separate school districts.
While the study could not completely verify the need or desire for technology-based
knowledge management processes, it was able to identify the need for some type of
management process that has the ability to bring schools which are currently loosely-
coupled together to achieve overarching district-level goals. Participants, all but one of
whom had never heard of knowledge management, expressed interest in knowing more

regarding possible implementation in the K-12 arena.
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CHAPTER 1: INTRODUCTION
Introduction to the Problem

It isnot unusual to hear teachers utter the phrases, “Thistoo shall pass,” and “This
isjust another one of the school system’s fads, and it will soon be replaced by something
new.” It is not to be denied that educational organizations have the best of intentions
when implementing change; however, the intended change is not aways what is
implemented at the local level school. Thus, there exist three main issues regarding
organizational congruence: (a) establishing an intended change with credibility and
purpose, (b) establishing an effective communications pipeline in both directions and (c)
behaviora alignment of those implementing the change at the local level (Bolman &
Dedl, 1997; De Haas, Algera, van Tuijl, & Meulman, 2000; deMoville, 1999; Jacobson,
1998; Kongchan, 1985; MacDonald, 2003; Selby-Lucas, 2002; Sims, 2003; Smylie,
1997). It has been so easy in the past, with the lack of accountability systems, to
implement new programs and soon cease the implementation.

The No Child Left Behind Act has spurred educational organizations to
implement strategic plans with extensive accountability measures. It is especially critical,
then, that the proposed (i.e., intended) change which is passed down from the highest
levels of the organization, be purposeful and credible, passing through each level of the
organization with the message in-tact (Allen & Cosby, 2000; Crawford, 2003; De Haas et
a.; Jensen, 2003; Kongchan; Midthassel & Bru, 2001; Relf, 1998; Reynolds, Treharne &
Tripp, 2003; Silverman, Pogson & Cober, 2005). Thus, the need for an effective

communication pipelineis critical. The communication pipeline must be free-flowingin



both directions (top-bottom and bottom-top), as well as both vertical and horizonta
(Cone, 2000; DeTienne, Dyer, Hoopes & P. Harris, 2004; Firestone & McElroy, 2004;
Jensen; Koskinen 2004; Nicolas, 2004; Rafferty, 2003; Reynolds et al.). It encourages
critique, seeks knowledge from all levels of the organization and demands accountability
at all levels of the organization (Ballard & Gullat, 1998; Cameron, 2004; Lashway, 2001;
Olson, 2002; Rafferty; Silverman et a.; Spooner, 2005). The ultimate goal of
organizational congruence is to have an intended plan for change to match the actual
change that takes place in the classroom (Barrett, 2005; De Haas et al.; Denby, 1997,
Laske, 2001; MacDonad; Marsillo, 1992).
Background of the Study

For the past decade, strategic planning initiatives have been at the forefront of
school improvement processes throughout the country (Education Criteria, 2005; Eisner,
1988; Whitlock, 2003). The ultimate goal of higher student achievement has resulted in
Federal legidation (No Child Left Behind) aswell as state and local initiatives. While
disagreement exists as to specific ways and means for achieving student success, it is
widely accepted that specific elements must be in place for achievement to take place.
These variables include, but are not limited to, academic rigor, safety, effective
communication with all stakeholders, and the need for motivated, highly qualified
teachers who meet the diverse needs of the students (Barba & Y oung, 1998; Bloom,
Bullion & Caldwell, 1998; Education Criteria). It isthelast element of “highly qualified
teachers’ that this dissertation addresses. It can be confidently said that many school

strategic plans address the need to obtain, train, motivate and retain teachers. These plans



address the method school systems use for recruiting new teachers, addressing diversity
issues, and offering effective professional development. However, these plansrarely if
ever, address the method by which teacher behavioral alignment will be measured in
order to make sure that the intended change is actually taking place in the classroom.
Statement of the Problem

It isnot known the level of use and effectiveness of knowledge management
(KM) structuresin determining behavioral alignment in relation to organizational
congruence. Assessment of teacher behavioral alignment in relation to organizational
congruence is extremely limited in the educationa arena; add the implementation of KM
(i.e., communication processes), and research is nonexistent. While there is a plethora of
literature and research on individual elements which combine to make organizational
congruence, behavioral alignment, and KM , there is nothing currently available that
attempts to measure the relationship between these three superseding organizational
elements. For example, in the area of behavioral alignment, numerous studies have been
conducted individually on the five core elements. Studiesin the area of teacher
motivation, accountability, knowledge, skills, abilities, realism and clarity have
contributed to educational research but have not been studied in relation to overall
behavioral alignment. In the area of organizational congruence, individual topics such as
effective communication, climate, and culture have been studied, but again they have not
been linked to an overall framework for organizational effectiveness. The study of KM

practices in educational settings, which would alow al of the individual elements listed



aboveto be tied together, is sorely lacking in educational research, especialy in primary
and secondary school organizations.

While a number of articles have been written regarding the infiltration of KM into
the K-12 level and aminima number of research studies have be conducted in the area of
higher education, thereis aneed for research in the area of KM asit relates to effective
organizationa congruence and behavioral alignment of school faculty and administrators
at the primary and secondary level of educational organizations.

Purpose of the Study

It is the purpose of this qualitative study to establish baseline criteria or questions
for studying the issue of the overarching relationship between KM and behavioral
alignment in order to achieve organizational congruence within the educational arena.
This study will verify the need for more research in this area. Due to the lack of
established literature on the topic and nonexistence of structured, quantitative
measurement tools, this research must be qualitative, establishing need as well as baseline
data for future research.

Research Questions

The following two primary and four secondary research questions guide this
study.

1. Isorganizational congruence (adistrict-wide positive climate and culture)
within an entire district adesirable and feasible quality for educational organizations (i.e.,

K-12 schools)?



This research question can be further divided into the following secondary
guestions: () How isteacher behavior in the classroom affected by organizationa goals,
policies and/or strategic planning because of behaviora aignment elements such as clarity,
knowledge/skillg/ability, realism, motivation, and accountability? (b) How is the perception
of teachersregarding their own behavioral alignment different from senior leaders
perceptions of teacher aignment?

2. If Question 1 is affirmative, would KM processes provide a viable means for
achieving a district-wide congruence?

The second research question can further be separated into two secondary
guestions: (@) How does communication and translation processes (involving message
authenticity, communicator authenticity/sincerity, persona agendas/bias, etc.) within the
area of organizationa congruence affect teacher perceptions and their behavioral aignment?
(b) How does technology impact KM processes?

Significance of the Study

As noted above, a plethora of research is available regarding specific variables of
organizational congruence and employee behavior. For example, it is acknowledged in
the research that having effective, motivated and highly qualified teachers will improve
student achievement (Birney, 2004; Cantwell, 2003; Crawford, 2003; Darling-Hammond
et a., 2003; Eisner, 1988; Giesbers & Sleegers, 1994; Haynes, Emmons & Ben-Avie,
1997; Nir, 2002; Ross, 1995; Wheeler, 2004; Xu, 2001). There has also been much
research on teacher motivation, the need for professional development, effective

communication within the school, school climate, and culture. Each of these studies



contributes to the effectiveness of the educational system, either through teacher
effectiveness or school effectiveness; however, none are linked together to obtain alarger
picture of the importance of the teacher behavior on both the success (both effectiveness
and efficiency) of the educational organization and student achievement.

Thereis aneed to study the relationship of organizational congruence, KM , and
teacher behavior on two levels. First, it isimportant to learn how effective organizations
communicate policies and values in order to gain personal commitment from local-level
employees (i.e., administrators and teachers). While true on ageneral level, it is essential
during atime of transformation. Second, while student achievement is ultimately the goal
of al educational systems, it is critical that those employees working directly with the
students are productive, satisfied workers who meet the needs of the organization (Allen
& Cosby, 2000; Cohen, 2002; McGhan, 2002). By linking teacher behavior to
organizational congruence in alarger template than has been done in previous
educational research, this study lays the groundwork for further research in the areas of
organizationa congruence, KM , and behavioral alignment of those working directly with
the students.

Definition of Terms

The following terms are used operationally in this study.

1. Behavioral alignment, at its most fundamental, is the extent to which the actual
change that takes place is aligned to the intended change (goal) of the organization

(Educational Criteria, 2005; Nir, 2002; van Tuijl et al., 1997; see Figure 1).
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Figure 1. The elements of behavioral alignment.

2. Climate is the “notion of satisfaction” (Owens, 2001, p. 150) with the
established values, beliefs, norms and assumptions of the organization. The primary
element of climate is perception.

3. Cultureis“asystem of shared orientations that hold the unit together and give
it adistinctiveidentity” (Cantwell, 2003, p. 157), with the elements being values,
symbols, norms, assumptions and artifacts. Essentially, it is “the way things are done
around here’ (Bolman & Deal, 1997; Marshall, 2004; Maslowski, 2001; Owens, 2001,
Wren, 1999).

4. Goal coherence is defined as a, “ consensus on goal priorities within single
constituencies and between multiple constituencies at different organizational levels’ (De

Haas et al., 2000, p. 589).



5. Knowledge management is defined as “any process of creating, acquiring,
capturing, sharing and using knowledge, wherever it resides, to enhance learning and
performance in organizations’ (Robinson, Carrillo, Anumba & Al-Ghassani, 2004,
p.733). Duffy (2001) adds to the definition of KM by saying it is, “aformal process that
engages an organization’ s people, processes, and technology in a solution that captures
knowledge and deliversit to the right people at the right time” (p. 64).

6. Organizational congruence isthe ability of an organization to plan and initiate
change, effectively communicating the intended change throughout the organization,
resulting in meaningful and measurable behavioral alignment of its employees, which
culminates in measurable success or improvement in the organization’ s product; namely,
students in the educational arena (De Haas et al., 2000; Education Criteria, 2005; see
Figure 2).

7. Perception Analysis is the measurement of the ability of an organization to
determine how its stakeholders comprehend and are satisfied with the organizational
goals. Perception (i.e., how redlity is constructed based upon persona experience and
socia interaction) is measured through productivity measurement and enhancement tools

(Birney, 2004; Chapman, 2002; Hopen, 2004).
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Figure 2. Organizationa congruence: A sample of a school district’sinstructional
organizational chart.

8. Trandlation within an organization involves the method by which
communication is passed both vertically and horizontally within the organization and the
changes, both positive and negative, that are made by individual constituents within the
communication pipeline (De Haas et a.; Duffy, 2000a; Jensen, 2003; Koskinen, 2004).

Assumptions
The following are the assumptions in this study:
1. Participants would speak from their personal experience and knowledge but

also be able to represent their stakeholder level as awhole.



2. While being honest and forthright, participants would attempt to reflect their
system in the most positive light possible.

3. Due to the convenience sampling of the population, it was assumed that chosen
participants were leaders within their stakeholder level and so had access to more
knowledge regarding the district than those less involved in the |eadership process.

Limitations

Possible limitations of this study are the following:

1. Due to the depth and scope of this qualitative inquiry, results are exploratory in
nature.

2. Due to the convenience sampling of the population and the small size of the
population, there is not necessarily full representation from al perspectives within the
district.

Nature of the Study or Theoretical or Conceptua Framework

A qualitative (descriptive) research study was conducted through case study
anaysis. Qualitative methodology was chosen for this study due to alack of quantitative
research in the area of establishing relationship between behaviora alignment and
organizationa congruence through KM in the educational arena. While behavioral
alignment and KM have been studied within the business arena, measurement tools are
not easily adapted to the educational forum. Specific elements of behavioral alignment
have certainly been researched in the past (i.e., motivation, evaluation processes, €tc.);
however, there is currently no literature linking all the elements into the overall function

of behavioral alignment. Therefore, it was necessary to (a) determineif thereisafuture
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need for thistype of research, and (b) establish baseline datafor future quantitative
studies.

The format of case study interviews within three separate school systems was
chosen for several reasons. First, in order to determine if there is a need throughout the
educational community for this type of research, the researcher hoped to solicit
participants from various portions of the United States. Secondly, due to the extensive
and complex nature of the study, time for thoughtful response was needed so prior access
to interview questions was given to the participants. Concepts such as KM and behavioral
alignment are new in the educational arena and needed explaining. It was hoped that by
allowing time for participants to learn about these concepts and consider how they (a) are
being implemented currently or (b) how they might be implemented in the future, threads

for possible future research would be established.

Organization of the Remainder of the Study

Following thisintroductory chapter, an extensive review of both business and
educational literature presents evidence of the definite links between organizational
congruence, effective KM practices and behaviora alignment, and the need for primary
and secondary educational organizations to become more effective and efficient in
today’ s atmosphere of accountability.

An in-depth explanation of the research methodol ogy that was used for this study
will follow the review of literature, tying in current research to the proposed research
method. Chapter 3 includes ajustification for the choice of qualitative methodology as

well as specific details regarding the implementation of the study itself.
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Appendixes include interview questions, a copy of the informed consent form,

and a copy of the e-mail invitations sent to potential participants.
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CHAPTER 2: LITERATURE REVIEW
Introduction

Rationale for Research

Primary and secondary schools have had increasing pressure from district, stete,
and national levels both to increase student achievement and to provide more
accountability both organizationally and academically (Allen & Cosby, 2000; Crawford,
2003; Education Criteria, 2005; Menon & Christou, 2002; Nir, 2002; Snowden & Gorton
2002). Many schools have implemented strategic plans and accountability measures, have
scrutinized student test scores to the fullest extent, have worked toward hiring and
retaining highly qualified teachers, and have attempted to implement decentralized
leadership processes. Few school systems, however, havetied all the elements above
together to create more effective and efficient educational organizations (Allen & Cosby;
Education Criteria, 2005; Eisner, 1988; Fullan, 2002; Jacobson, 1998; Olson, 2002;
Scott, 2003). One method of tying these elements together is to study organizational
congruence within the school system. By studying three main elements—organizational
congruence, KM , and behavioral aignment—and acknowledging that each of these three
elementsis essential to the success of the school system, school organizations can more
effectively plan for future student success.
Theoretical Framework

In the 1990s, a new focus on the quality of teaching began to take place (Darling-
Hammond et al., 2003). While the No Child Left Behind Act addresses the need and

requirement for “highly qualified” teachers, it does not address the affective areas of
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employee behavior and satisfaction. Many educational organizations address the need for
both “highly qualified” and “motivated” teachers, but they have not effectively known
how to measure success in these areas, and many times teachers feel that thereisa
disconnect between “highly qualified” and “high quality teaching.” For example, ahigh
school science teacher was told 3 weeks before school began that her teaching schedule
was being changed to include three classes of ninth grade biology. According to her
paperwork, she was “highly qualified” for teaching these courses. She had taken al the
coursework in college and had passed all the necessary certification exams. What the
paperwork did not reflect was that she had been teaching physics and chemistry for more
than 20 years, that it had been more than 30 years since she had taken a biology course,
and her entire teaching career had been with upper-level students, and she had never
taught ninth grade. She taught the courses, but in an interview stated,

| have never felt so marginalized and stressed. The subjects | loved were taken

away. | decided to focus on keeping my head above water rather than remaining

intimately involved in the extra-curricular organizations | sponsored before, and |
felt only ambivalence toward the School ‘ Improvement’ Plan. How can it be
improvement to drag ateacher down? (K. Campbell, personal communication,

June 14, 2001)

In the area of corporate research, it has been found that improving organizational
congruence and the behavioral alignment of its employees through effective KM
practices will significantly increase the productivity and success of the organization
(Bolman & Deal, 1997; Faletta, 2005; Mintzberg, 1979; Smylie, 1997). Only recently
have organizationa congruence, KM , and behavioral alignment been studied in the
educational arena, and this has been at the higher education (college/university) level
(Brogan, Hingston, & Wilson; 2001; Chaudhry & Higgins, 2001; Kleist, Williams, &
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Peace, 2004; Lockledge & Weinmann, 2001; Luan, 2002; Milam, 2001; Watson, 2001).
Thereisaneed for research in this area at the primary and secondary educational level
(Becarra-Fernandez & Stevenson, 2001; Fullan, 2002; Koenig, 1999; Petrides & Guiney,
2002; Stevenson, 2000).

Relationship of Research Questions to Literature Themes

It iswith the understanding that research linking the three elements of
organizationa congruence, KM and behaviora alignment needs to take place that the
researcher establishes the need for future research and establishes possible future
parameters by asking two primary and four secondary research questions within this
gualitative study. The first research question and the two secondary questions are as
follows: Is organizational congruence (a district-wide positive climate and culture) within
an entire district adesirable and feasible quality for educational organizations (i.e., K-12
schools)? If so, then how is teacher behavior in the classroom affected by organizational
godls, policies and/or strategic planning because of behavioral alignment e ements such as
clarity, knowledge/skillg/ability, realism, motivation, and accountability? Also, how isthe
perception of teachers regarding their own behavioral alignment different from senior
leaders perceptions of teacher aignment?

The second question and the secondary questions are as follows: If Question 1 is
affirmative, would KM processes provide a viable means for achieving a district-wide
congruence? To determine this, the study must ask, how does communication and
trandation processes (involving message authenticity, communicator authenticity/sincerity,

persona agendas/bias, etc.) within the area of organizational congruence affect teacher
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perceptions and their behavioral aignment? Also needing to be determined is how
technology impacts KM processes.
Organization of Literature Review

The ultimate goa of the public education system is to improve student
achievement. Therefore, the purpose of this study isto explore the link between the three
elements of congruence, KM and teacher behavioral alignment and student achievement.
The purpose of thisreview isto tie these elements together in order to establish a
literature-base for improving both the effectiveness and efficiency of the K-12 public-
education system.
Link Between Highly Qualified and Motivated Teachers and Student Achievement

While the literature examining the connection between organizational congruence
and student achievement is still being explored, there are several studies that indicate the
importance of the relationship. At the college level, Birney (2004) hypothesized that there
isadirect relationship between organizational climate and academic emphasis and
therefore student achievement. She found that academic emphasis had a significant
relationship to professiona behavior of the teachers, shared and collegial leadership
within the organization, resource support and senior leadership influence within the
organization. Cantwell (2003)also found a correlation between organizationa climate and
student achievement. In that study, teacher perceptions of organizational climate were
studied and related to student test scores. It was found that when teachers perceive that
the organization is ineffective due to poor leadership, lack of resources, lack of shared

leadership opportunity and little to no collegiality, student achievement was directly
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affected. Haynes et a. (1997) pointed out research showing links between school climate
and student behavior, absenteeism, student self-concept and suspension rates, all of which
directly affect the students’ academic achievement. The quality of trust between students
and teachersis placed at the forefront of the emphasis of teacher quality on student
achievement. Short and Rinehart (1993) linked student achievement — measured by drop-
out rates and other data—to teacher empowerment and satisfaction. Short and Rinehart
go on to assert that when teachers are knowledgeable and comfortable with group
dynamic processes and conflict resolution, they feel more capable of dealing with high-
risk students, thus enabling the students to enjoy a higher level of success.
Darling-Hammond et al. (2003) studied how focusing on the quality of teaching
would “provide a high-leverage means for improving student achievement” (p. 3).
Throughout their study of the San Diego school transformation process, they found that
the lowest-achieving schools and students benefited the most from teacher quality reform.
Eisner (1988) took teacher quality reform and its link to student achievement to a more
specific level. In discussing the element of teacher efficacy, he asserted that teachers
must be given more control over curricular adjustments in order to make a personal
connection to the students. This philosophy is supported by Allen and Cosby (2000) who
advocated for more flexibility on the part of the teacher to meet individual student needs,
thus empowering the teacher and increasing student achievement. For Eisner (1988),
students are motivated more by a persona connection to the instruction than by “a
superficial compliance to other people' s desires’ (p. 26). Ross (1995) also stressed the

importance of the link between teacher efficacy and student achievement, both affective
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and cognitive. He pointed out that students' affective growth is affected by teachers when
they perceive that teachers believed in them and empowered students to succeed; thus
increasing their self-esteem, motivation and creating a more positive attitude toward the
school experience. Ross also pointed out several factors which indicate that teacher
efficacy can significantly contribute to student cognitive achievement. First, teachers with
ahigh level of self and professional efficacy tend to set high standards not only for
themselves, but also for their students. Also, thereisacyclica processin that higher
student achievement is a factor which leads to higher teacher efficacy. Giesbers and
Sleegers (1994) also pointed out that increased teacher efficacy has acyclical effect on
the organization by increasing student achievement and efficacy, thus increasing the
efficacy of the organization as awhole, which, in turn, continues to increase teacher
efficacy. Giesbers and Sleegers went on to point out that in vulnerable schools, distrust,
poor resource allocation and poor leadership translates into poorer student achievement.
In making the connection between teacher efficacy and student achievement, Ross
stresses that the relationship is based solely on correlational data and warns that other
variables, of course, contribute to student success.

The direct correlation between motivated teachers and motivated (and ultimately
successful) students can be seen in both Atkinson (2000) and Pelletier, Seguin-Levesque
and Legault’s (2002) studies regarding both motivated and “demotivated” teachers.
According to Atkinson, specific approaches by motivated teachers caused studentsto
learn the “how” of a process as opposed, many times, to demotivated teachers ssmply

having students “do” an activity (p. 50). Additionally, it was noted that demotivated
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teachers viewed their students' abilitiesin agenerally negative light, causing them to be
more controlling of the learning environment and less likely to allow student autonomy.
Likewise, Pelletier et a.’s study indicated that teachers who felt autonomous within their
school usually were more likely to allow their students to be more autonomous, as
opposed to teachers who felt constantly controlled requiring more controls with their
students. These elements of autonomy and teaching the “how” of a process are indicators
of creativity and ultimately student success. In addition to efficacy, motivation and
empowerment, Nir (2002) linked the element of teacher commitment to student
achievement. He emphasized the need for voluntary commitment to the educational
organization by the teachers.

Student achievement, while affected by a plethora of variables, can certainly be
linked directly to teachers' behavior alignment to the educational organization, both at
the school level and as well asthe district level. Therefore, when studying organizationa
congruence and behaviora alignment, it iswith the ultimate goal of student achievement
in mind.

Organizational Congruence

To some researchers, there exists an extremely strong association between
organizational effectiveness and organizational culture and climate, even though
measurement of both effectiveness and climate/culture is extremely complex (Owens,
2001; Scott, 2003). There are many variances in the definition of organizational
congruence, but almost all definitions insist that in order to obtain organizational

congruence, it is critical to make a distinction between the five elements needed in order
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to obtain congruence; namely, culture, climate, goal coherence, tranglation and alignment
(Bolman & Deal, 1997; Cantwell, 2003; De Haas et a., 2000; Education Criteria, 2005;
Marshall, 1993; Maslowski, 2001; Owens, Wren, 1999). Allen and Cosby (2000)
generaly and Owens more specifically, described the problems with measuring school
organizational effectiveness by emphasizing the point made by Minzberg (1979) about
professional organizations being “loosely coupled” with multiple categories of variables
which must be addressed. While Owens acknowledged the limitations of experimental
research in linking these two very complex topics, he also emphasizes that thereis
certainly astrong causal link between organizational culture/climate and effectiveness.
On the other hand, Hoy (1990) asserted that “in spite of limited empirical evidence,
positive school climate gets translated into effective school rhetoric and is advocated by
educational practitioners and reformers as a specific means for improving student
achievement” (p. 150). It iscritical, therefore, when studying the role of organizational
congruence, that there is an understanding of the importance of culture and climate, but
that research of these elements merge with other elements affecting organizational
effectiveness such as organizationa alignment/integration, goal coherence and strategic
planning, performance measurement, perception analysis, KM and behavioral alignment.
The study of organizational congruence has been prevaent in the corporate
research arenafor several decades (Barrett, 2005; Bolman & Deal, 1997;De Haas et .,
2000; Kongchan, 1985; Mintzberg, 1979; Nadler & Tushman, 1980). While the
individual elements of culture and climate have been studied in educational research, the

overarching concept of organizational congruenceis just now beginning to be reviewed
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in-depth. Educational research however, in the recent past, has addressed the link
between behavioral alignment and organizational culture (Owens, 2001). Other literature
has attempted to promote overall organizationa alignment, speaking to each individual
element and promoting additional research (Allen & Cosby, 2000; Cohen, 2002;
Glickman, 1991; McGhan, 2002).

For this study, an “organization” is defined in terms of an entire school system,
which can include but is not limited, to a school board (at the highest level of the
organization), superintendent, all leadership levels at areaand district levels, and the
individual local schools, including school leadership such as principal's, assi stant
principals, instructional facilitators, teacher-leaders, (i.e., department/subject chairs),
mentors, and finally classroom teachers (at the lowest level of the organization).
Congruence within this organizational structure involves the process by which an
organization implements a transformation or strategic change process (see Figure 3). In
order to investigate this process, abrief analysis of the difference between corporate and
educational organizationsis presented, as well as discussions of existing literature in the
areas of organizational culture/climate, alignment/integration, goal coherence and
strategic planning, working from an intended to an actual change, performance
measurement, and a brief discussion of the implications of both centralized and

decentralized leadership.
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