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ABSTRACT

MONICA L. BATISTE
LEADERSHIP BEHAVIORS AND THE RELATIONSHIP BETWEEN 
TEACHER ATTENDANCE AND TEACHER PERCPTIONS OF 
LEADER BEHAVIORS IN A LARGE URBAN SCHOOL DISTRICT 
Under the direction of EDWARD BOUIE, Ed.D.

Of all the work that occurs within the P - 12 education institutions, the interaction 

involving the teacher and pupil is the most significant contributing factor o f student 

success (United States Department of Education, 2013). Yet, the problem of teacher 

absenteeism persists in schools throughout the United States. The accumulated results of 

teacher absences results in students spending approximately one year with a substitute 

teacher during their kindergarten through twelfth grade educational career (Miller et al., 

2008). Schools districts struggle with the academic and financial problems created by 

teacher attendance concerns. School districts spend an average of $4 billion annually to 

cover teacher absences (Brouillette, 2012).

This quantitative ex post facto study identified the relationship between teacher

perception of leadership behaviors and teacher absenteeism and teacher attendance and

student achievement using percentages o f students receiving free and reduced lunches as

a control variable in the study. Correlation coefficients were used to determine if there

was a relationship between school socioeconomic status and teacher attendance; teacher

perceptions of leader ratings and teacher attendance; and teacher attendance and student

achievement. The correlation coefficients did not reveal a significant relationship

xi



between the three previously mentioned variables. Additional analyses of the study 

variables yielded a significant relationship between the percentage of free and reduced 

lunches and student achievement; teachers’ ratings of the principal and student 

achievement; and percentage o f free and reduced lunches and teachers’ ratings o f the 

principal. However when the researcher added the percentage of free and reduced lunches 

as a control variable, teacher attendance rates were not correlated with teachers’ rating of 

the principal or student achievement. Conclusions and implications may assist school 

districts and school leaders to review leadership behaviors that may influence teacher 

absences. This study adds to the understanding of school districts and principals who are 

concerned with teacher absentee rates.



CHAPTER 1 

INTRODUCTION TO THE STUDY 

Teacher absenteeism is a fast growing crisis due to the instructional problems it 

creates for school districts throughout the United States (Owen, 2010). Of all the work 

that occurs within P - 12 education institutions, the interaction involving the teacher and 

student is the most significant determinant o f student success (U. S. Department of 

Education [USDOE], n.d.). According to Miller (2012), a leading expert on teacher 

absentees, the consistent presence of an effective teacher is a foundational premise to 

student success. Annually scheduled and unscheduled teacher absences cause teachers in 

the United States to be absent from work an average of one day per month. Moreover, the 

annual collective percentage of teacher absences translates into students spending an 

average of one year with a substitute teacher during their kindergarten through twelfth 

experience (Miller, Mumane, & Willett, 2008).

Research suggests that excessive teacher absenteeism may negatively influence 

student achievement; resulting in students receiving instruction from substitutes that lack 

the pedagogical training necessary to teach the mandated curriculum (Brouillette, 2012; 

Glatfelter, 2006; Miller, Mumane, & Willett, 2008; Miller, 2012; Owen, 2010). 

Additionally 37 states throughout the nation do not require substitute instructors to hold a 

four year degree (Rathi, 2008). According to the National Education Association (Status 

of Substitute Teachers: A State-By-State Summary, 2000-01), the
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only state that requires substitute teachers to hold the same credentials as certified 

teachers is North Dakota. Because the presence of an effective, highly qualified teacher is 

important to accomplishing growth in student learning, it is essential to examine both the 

cause and consequence of teacher absenteeism (Pitts, 2010).

Current school improvement studies suggest that teacher absences might 

influence student absences leading to decreased learning capacity and loss o f classroom 

instructional opportunities (Miller et al., 2008; Owen, 2010; Pitts, 2010). 

Correspondingly, Bruno (2002) found that students eventually lost the desire to learn 

after being instructed by substitute teachers for extended periods. Recent school 

improvement literature have identified teachers as one of the most important school level 

contributing factors of improving student achievement (Miller et al., 2008; Miller, 2012; 

National Commission on Teaching and America’s Future, 2004); therefore, reducing 

scheduled and unscheduled teacher absenteeism is a critical component to improving 

student achievement (Carter, 2010; Tucker & Stronge, 2005).

Clotfelter, Ladd, & Vigor (2009) discovered a small correlational relationship 

between teacher’s attendance and student achievement. The findings estimated that ten 

additional days o f a teacher missing work reduced math scores by 2.3 percent of a 

standard deviation; additionally, students’ reading assessment scores declined by nearly 

one percent of a standard deviation. A further key finding was that teachers who taught in 

low socioeconomic school settings were absent one additional day when compared to 

their peers in more affluent school populations (Clotfelter et al., 2009). The 

aforementioned conclusion is consistent with work by Bruno (2002), who found a 

positive association between teachers’ absences and low socioeconomic school settings.



In his examination of the association between the quality of school geographical 

space and teacher absenteeism, Bruno (2002) discovered that the effect o f teacher 

absences was not equally experienced across school sites. The researcher examined the 

disparity between teaching resources provided by the school district versus teacher 

resources received by students as measured by teacher absenteeism in schools located in 

high revenue and low revenue geographic areas. The study further documented that the 

amount of teacher absences at a school site directly influences the resource distribution- 

reception disparity. Bruno (2002) found that the resource distribution disparity increased 

the costs spent on student instruction and altered the instructional delivery because of 

substitute teachers who were hired to replace full time, credentialed, certified teachers 

(Bruno, 2002). Miller and colleagues (2008) concluded that excessive employee absences 

may be an indication of low staff morale or a lack o f trust between management and 

employees. Working environments have been known to impact teacher morale (Kinsey, 

2006) and helps determine teacher attendance rates (Bruno, 2002; Clotfelter et al., 2009; 

Miller, 2012).

Effective schools research informs that the principal sets the school climate, 

including school wide morale and the overall level o f professionalism within the building 

(Korkmaz, 2007). Ikemoto, Taliaferro, Adams (2012) noted that effective principals 

maintained positive school environments by demonstrating strong leadership and positive 

values while providing high education opportunities for students. School based research 

and nationwide surveys have found that successful school leaders nurture the internal 

assets necessary to improve student achievement while maintaining a positive school 

climate. According to Boyd, Grossman, Ing, Langford, and Wyckofif (2009), prior teacher
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satisfaction studies aimed at finding solutions to teacher turnover have focused on the 

relationship between administrative support and teacher retention. Yet, few studies have 

focused on the relationship between principal behaviors and teacher attendance. Though 

various studies have examined die previously mentioned variables in relation to student 

achievement (Carter, 2010; Clotfelter et al., 2009; Finlayson, 2009; Miller, 2012; Owen, 

2010; Ticknor, 2012); few studies have studied the impact of leadership behaviors on 

teacher absences. Consistent with the notion that principals may influence school culture, 

Owen (2010) supports the idea that excessive teacher absences might be a symptom of 

underlying problems within a school site.

Contemporary literature cites that low employee morale, poor working conditions, 

stress, and poor management are the root causes o f employee absenteeism (Chartered 

Institute of Personnel and Development [CIPD], 2013). Previous management studies 

identify leader behaviors as a vital component necessary to increase employee 

motivation; thus, examining leader behaviors may be an essential factor for assisting 

leaders in reducing the rates of discretionary absence in the workplace (Mayfield & 

Mayfield, 2009). Furthermore, Mayfield and Mayfield (2009) acknowledge that 

successful school leaders significantly affect the climate and culture that shapes the 

school improvement process. This is consistent a with school improvement study 

conducted by Curtis and Wurtzel (2010) which confirmed a significant relationship 

linking the staff views o f leadership behaviors and teacher behaviors in the local schools. 

In an extensive review of leadership literature, Winston and Patterson (2006) sought to 

address the definition of leadership while defining the multifaceted constructs necessary 

for leaders to succeed within an organization. The research findings yielded that effective
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leaders leverage the leader- follower interaction through demonstrating their commitment 

to the principles of (a) humility, (b) care and concern for others, (c) managed discipline, 

(d) searching for the decision that precise and appropriate for the organization, (e) 

showing understanding in viewpoints and dealings with all people, (f) concentrating on 

the principles of the organization and on the welfare of the followers, and (g) establishing 

and sustaining harmony in the organization (Winston & Patterson, 2006, p.8). In view of 

the fact that previous studies have noted a correlation between employee performance 

and productivity (Wang & Shyu, 2008), school systems should encourage leaders to 

maintain positive work environments in school sites. According to Kouzes and Posner 

(2010) almost 25% of employee productivity, motivation, effectiveness, and commitment 

are linked to the leaders’ behavior in the workplace. Maxwell’s (1998) foundational 

leadership mantra that “everything rises and falls on leadership” (p. 233) illustrates that a 

principal who maintains high standards for instruction, monitors instructional practices, 

and fosters high levels of student learning (Witziers, Bosker, & Kriiger, 2003) may 

impact employee productivity and motivation in the workplace

Background

A considerable body of contemporary school improvement literature has been 

dedicated to investigating the characteristics that contribute to teacher absences in various 

school settings (Clotfelter et al., 2009; Miller et al., 2008; Miller, 2012; Owen, 2010). 

Multiple studies have analyzed the causes o f teacher absenteeism in an effort to address 

this problem. Scholars have studied the relationship of teacher absences to student 

achievement, conduct, attendance;-and organizational policies in an effort to reduce the 

amount of unscheduled leave taken by teachers (Owen, 2010), though, school systems



continue to struggle with the problem of teacher absenteeism. One consistent finding 

from the literature is that teachers are more likely to miss more days of school in low 

socioeconomic school settings (Bruno, 2002; Clay, 2007; Miller 2012; Owen, 2010).

Research findings from teacher attendance studies suggest that teacher 

demographics and organizational policies influence teacher absenteeism (Bruno, 2002; 

Clay, 2007; Miller 2012; Owen, 2010). Educational scholars define organizational 

policies as board policies, school configuration, school socioeconomic setting, and/or 

work environment (Brouillette, 2012; Bruno, 2002; Rosenblatt & Shirom, 2005). When 

describing demographic characteristics, educational scholars include factors such as 

gender, age, years of service, and degree level to assess patterns of teacher absences 

(Brouillette, 2012). While organizational policies and demographic factors may influence 

a teacher’s decision to miss work, there is a scarcity of empirical findings between the 

relationships of teacher absences to teacher perceptions o f principal behaviors in schools 

serving students in low socioeconomic settings.

School systems suffer significantly due to excessive teacher absences (Miller, 

2012). In today’s economy, school leaders are concerned with the academic and financial 

costs linked to high rates o f teacher absences (Owen, 2010). The substantial costs 

attributed to loss of instructional time and the strain on school systems’ budgets has 

caused districts to seek solutions that can lead to adequate monitoring o f teacher absences 

(Stoddard, 2006). A landmark study conducted by Norton (1989) noted nearly 75% of 

human resource personnel reported teacher absenteeism as a major issue in schools. 

Nearly two decades later, the problem of excessive teacher absences continues to plague 

school districts throughout the United States (Miller, 2012).



The current national teacher absentee data reveal that teachers miss an average of 

ten days each school year (Clotfelter et al., 2009; Miller, 2012). Though the current 

figures of ten days of teacher absences have alarmed parents, politicians, and district 

leaders, due to the potential effect on student achievement, there is evidence to indicate 

the problem may be worse due to inconsistencies in reporting absences throughout the 

country (Skinner, 2013). While the average rate is lower than teachers in developing 

countries, the rate is three times higher in comparison to the average professional in the 

United States (Podgursky, 2003). One reason that teacher attendance rates are so 

alarming is the mere size of the teaching workforce, according to Locklear (2010) 

“Teaching remains one of the largest occupations in the United States and accounts for 

4.9% of the entire civilian work force” (p. 1). In addition to the excessive volume of 

teachers in comparison to other occupations, the research has also consistently noted that 

teachers working in schools with large figures of underprivileged minority students report 

lower levels of job satisfaction and higher rates of teacher turnover annually (Grissom, 

2011).

Statement of the Problem 

Teacher absenteeism is a fast developing crisis yielding instructional challenges 

for school districts throughout the United States (Miller et al., 2008, Miller, 2012; Owen, 

2010). Annually, teachers in the United States are absent from work one day per month 

causing students to spend an average of 67% of a school year with a substitute in 

kindergarten through twelfth grade (Miller et al., 2008). School leaders face various 

challenges associated with teacher absenteeism on a daily basis (Brouillette, 2012). In 

fact, higher rates of teacher absences occur most often in the school sites that would



greatly benefit from having more experienced teachers who attend school on a regular 

basis (Grissom, 2011). The literature examining the frequency of teacher absences further 

states that the national rate of scheduled and unscheduled teacher absences ranges from a 

low estimate of 20.9% in Utah to a high estimate o f 50.2% in Rhode Island (Miller,

2012). Yet, the analysis of teacher absences linked to teacher perceptions o f principal 

behaviors in schools serving students with low socioeconomic settings is not as well 

developed.

Presently, school leaders are concerned with the academic and financial costs 

linked to high rates of teacher scheduled and unscheduled absences (Owen, 2010). The 

substantial costs attributed to loss of instructional time and the strain on school systems’ 

budgets has caused districts to seek solutions that can lead to adequate monitoring of 

teacher absences (Stoddard, 2006). Current scheduled and unscheduled teacher 

absenteeism average is roughly 10 days per year (Clotfelter et al., 2009; Miller, 2012). 

Contemporary literature on the issue of teacher absences verified that school districts in 

the United States spend an estimated $4 billion annually to cover the cost o f substitutes 

and teacher salaries and benefits (Brouillette, 2012; Miller, 2012; Roza, 2007).

Purpose of the Study

The primary focus of this ex post facto study was to identify the relationship 

between teacher perception of leadership behaviors and teacher absenteeism. The 

researcher intended to explore the relationship between teacher absences and teacher 

perception of leadership behaviors using a large urban school districts’ teacher perception 

survey. Given that high levels of job satisfaction may increase employee engagement



behaviors within an organization, school principals may in turn improve employee 

attendance rates (Wegge, Schmidt, Parices, & Van Dick. 2007).

Research Questions 

In order to analyze the relationship between teacher perception of leadership 

behaviors and teacher absences the subsequent research questions were addressed:

1. Is socioeconomic status a predictor o f teacher attendance?

2. Is teacher perception of leadership behaviors regarding the principal’s 

ability to make decisions when appropriate a predictor o f teacher 

attendance?

3. Is teacher perception o f leadership behaviors regarding the principal’s 

ability to communicate appropriately with staff members a predictor of 

teacher attendance?

4. Is teacher perception of leadership behaviors regarding the principal’s 

ability to clearly define administrative procedures a predictor o f teacher 

attendance?

5. Is teacher perception of leadership behaviors regarding the principal ’ s 

ability to successfully involve teachers in planning for collaboration, 

improvement, and providing input making school wide decisions a 

predictor o f teacher attendance?

6. Is teacher perception of leadership behaviors regarding the principal’s 

ability to take responsibility for what happens in school a predictor o f 

teacher attendance?
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7. Is teacher perception of leadership behaviors regarding the principals’ 

ability to provide commendation of good work by the administration a 

predictor of teacher attendance?

8. Is teacher perception of leadership behaviors regarding staff members’ 

ability to provide input in decisions that affect them and the school a 

predictor o f teacher attendance?

9. Is teacher perception of leadership behaviors o f providing effective 

communication and receiving input in a timely manner a predictor of 

teacher attendance?

10. Is teacher perception of leadership behaviors regarding the teacher’s ability 

to freely express differing opinions a predictor o f teacher attendance?

11. Is teacher perception of leadership behaviors regarding the principal’s 

ability to give purpose and meaning to what the school is about a predictor 

of teacher attendance?

12. Is teacher perception of leadership behaviors regarding administration 

treating staff members with respect and professionalism a predictor of 

teacher attendance?

13. When controlling for school socioeconomic status, which of the 11 

preceding independent variables are the strongest predictors o f teacher 

attendance?

14. Is teacher perception of leader behaviors a predictor of teacher attendance?

15. Is teacher attendance rate a predictor o f student achievement?
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16. When controlling for school socioeconomic status, which o f 15 preceding 

independent variables are the strongest predictors of student achievement?

Theoretical Framework 

The background for this study was based on the Organizational commitment 

theory. The Organizational commitment theory framework has been predominately used 

to study the relationship of employee perceptions to management styles, employee 

turnover, job satisfaction, attendance and organizational climate (Aryee & Heng, 1990; 

Mowday, Steers, & Porter 1979; O’Reilly, 1989). Organizational behaviorists have 

identified organizational commitment as a crucial factor in comprehending factors related 

to work-related behavior of employees in business and industry (Angle & Perry, 1981; 

Curry, Wakefield, Price, & Mueller, 1986; Mowday et al., 1979). Numerous explanations 

of organizational commitment illustrates the notion as the measure to which an employee 

identifies with an organization (Curry, Wakefield, Price, & Mueller, 1986). Mowday et 

al. (1979) defined organizational commitment as an effective response that exceeds 

submissive loyalty to an organization. In agreement with this view, Porter Steers, 

Mowday, & Boulian (1974) described organizational commitment as the strength of an 

individual’s identification with and involvement to a specific organization. Irt this 

particular instance, commitment is characterized by three dynamics: (a) a clear belief in 

and approval of organizational goals and values; (b) an eagerness to exercise considerable 

effort in the best interest o f the organization; (c) a distinct aspiration to sustain 

organizational membership (Porter, Mowday, Steers, & Boulian, 1974).

A significant number o f studies have found a positive relationship between 

organizational commitment and attitudes and behaviors in the workplace (Angle & Perry,
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1981; Porter et al., 1974,1976). Previous studies examining organizational commitment 

has been conducted in other professional sectors including the military, police force, 

manufacturing, and engineering industries (Steers, 1977; Van Maanen, 1975). Porter and 

colleagues (1974) developed the most frequently utilized model of organizational 

satisfaction in 1974. The researchers emphasized the employee’s affective attachment to 

the organization (Porter, Mowday, Steers, and Boulian, 1974). The topic of 

organizational commitment within the business sector, has received major research focus 

over the past 25 years. The theory contends that that when organizational commitment 

conditions are not met in the workplace, employee dissatisfaction, turnover, and 

absenteeism increased. Other studies assert that dissatisfied employees did not display 

extra effort to accomplish delegated duties and responsibilities in the workplace (Martins 

& Coetzee, 2007).

Conversely, organizational theorist contend Mien institutional commitment 

conditions are satisfied in the workplace, employee’s satisfaction, and motivation, 

performance, and employee retention improved (Martins & Coetzee 2007; Mowday, 

Steers, & Porter 1979). Job satisfaction and workplace conditions may influence 

employees’ emotional responses causing stronger positive or negative organizational 

commitment behaviors (Mowday, Steers, & Porter 1979). Motivational theorists have 

argued that satisfied employees apply extra effort in the workplace consequently leading 

to increased productivity (Herzberg, Mausner, & Snyderman, 1959; Maslow, 1954). High 

levels o f job satisfaction may motivate employees to increase engagement behaviors 

within an organization which might assist school principals in improving employee 

attendance rates (Wegge et al., 2007). Thus, the theory supports the notion that
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examining teacher perception of management behaviors may improve organizational 

commitment and teacher attendance rates.

By contrast, negative teacher opinions of leadership behaviors may lessen 

organizational commitment and absentee rates. A meta- analysis conducted by Marzano, 

Waters, and McNulty (2005) examined the relationship between identifiable leadership 

responsibilities to student achievement The researchers surveyed over 650 principals and 

conducted 69 studies in the meta-analysis. Upon a thorough exploration o f their study, 

Marzano and colleagues (2005) identified 21 leader responsibilities that support increased 

levels of leadership and school wide engagement leading to increased student 

performance results. By engaging in various leadership characteristics described in the 

findings, school systems may be able to equip principals with the training to model 

prominent leadership behaviors, increase student achievement, and improve teacher 

satisfaction rates (Curtis & Wurtzel, 2010).

According to Miller and colleagues (2008) there are variations in policies, 

procedures, and norms within individual schools regarding attendance. In addition, 

absence rates and net of differences in the demographic characteristics of teachers are 

likely to vary among schools. Exploring the reasons for the differences in school-specific 

teacher attendance rates might offer insights about strategies to reduce absences. The 

variables associated with employee absenteeism in school systems and leadership 

behaviors are a constant problem for schools (Miller, 2012). This framework provides a 

quantifiable design for examining the differences between the selected school districts’ 

teacher perception of leadership behaviors and school socioeconomic status and 

organizational commitment
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Significance of the Study

The primary focus of this ex post facto study was to analyze the relationship 

between teacher perception of leadership behaviors and teacher absenteeism. This study 

may assist educational leaders in gaining greater insight regarding the relationship 

between teacher absenteeism and principal leadership behaviors that may encourage or 

discourage teacher absences. Bruno (2002) stated that educational institutions can benefit 

from an analysis of teacher absences and their relationship to leadership traits and school 

level socioeconomic status. According to Leithwood, Seashore Louis, and Wahlstrom 

(2004), aside from the classroom teacher, the principal has the most significant impact on 

school-wide improvement gains. The literature also supports the principal’s influence on 

organizational variables and school climate (Waters, Marzano, & McNulty, 2003); thus, 

the research may assist school systems in determining which principal behaviors help 

improve teacher attendance.

The prospective benefit o f discovering solutions to improve teacher attendance in 

the United States may assist school districts in closing the teacher attendance gap. 

Additionally, there is a limited amount o f empirical research available that examines the 

leadership behaviors necessary to assist school districts in improve teacher attendance in 

low school socioeconomic settings. Research findings in the selected study may add to 

the body of research regarding teacher attendance and add value to school districts that 

may review and revise their attendance policies and practices.

Study Limitations

The study was limited to generalizations drawn from the data collected from the 

target site’s teacher perceptions of principal leader leadership behaviors; thus, the



researcher will consider the possibility o f subjectivity and potential bias o f answers 

provided in the survey results. The study was also limited to one target site due to the 

inconsistencies of teacher attendance recording procedures from within school districts 

and throughout the nation. The teacher attendance recording procedures also served as a 

limitation in the study. The site’s attendance recording procedures counts off site 

professional development days as day(s) in which teachers are present in the classroom. 

Teachers who attend professional development counted present even though they were 

absent from the classroom during the professional development sessions. Thus the 

accuracy in reporting teacher attendance in the selected site may be skewed as a result o f 

the absence reporting procedures.

Study Delimitations

This study was delimited to one target study site. The researcher selected one site 

for the study due to the inconsistencies in teacher attendance recording procedures within 

each state and throughout the nation (Skinner, 2013). In addition, teacher absentee data 

for the selected study was limited to elementary school locations within the selected 

study site. The researcher selected elementary sites within the selected site due the wide 

range of school locations within the selected site. The large school system contained a 

variety of schools locales including urban, rural, charter, and suburban schools. The 

research variables in the selected study were only applicable to the 2011 -  2012 school 

years. The selection of third grade student achievement also served as a limitation in the 

study. The researcher selected third grade reading and math as achievement criteria 

because the study site uses third grade as the baseline for state-wide accountability 

reporting.
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Definition of Terms 

The following operational definitions provide assistance the reader in 

understanding the terms used in this study, staff was defined as teachers and teacher 

perceptions were defined as staff responses to the leadership themes on the customer 

satisfaction section of the school districts’ teacher perception survey.

Ability to Make Decisions When Appropriate occurs when leaders begin with the

end in mind while making decisions that are focused on the mission and vision 

practices to accomplish the goals o f the organization as measured by the 2011 — 

2012 school districts’ teacher perception survey (Covey, 1989, p. 13).

Ability to Provide Input in Decision Making occurs when leaders ensure that 

employees have input into key decisions to accomplish the goals o f the 

organization as measured by the 2011 — 2012 school districts’ teacher perception 

survey (Pulakos, 2004, p. 23).

Absenteeism is a state where an employee is absent for any reason from scheduled

duty or work. Absenteeism will be measured using the target sites district level 

elementary teacher attendance rates for the 2011 -  2012 school term (uslegal.com, 

n.p.)

Clearly Defined Administrative Procedures occurs when leaders establish

constructive transitional leadership tenets which aim to set goals and desired 

outcomes to accomplish the goals o f the organization as measured by the 2011 — 

2012 school districts’ teacher perception survey (Bolden, Gosling, Marturano, & 

Dennison, p. 6).
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Collaboration, Planning for Improvement occurs when leaders encourage

multiple stakeholders to participate in the decision making process to accomplish 

the goals of the organization as measured by the 2011 -  2012 school districts’ 

teacher perception survey (Bligh, Pearce, & Kohles, 2006, p.309).

Commendation o f Good Work occurs when leaders establish constructive

transitional leadership tenets which aim to exchange rewards and recognition for 

accomplishments to accomplish the goals of the organization as measured by the 

2011-2012 school districts’ teacher perception survey (Bolden, Gosling, 

Marturano, & Dennison, 2003, p. 6).

Effective Communication Receiving Input in a timely Manner occurs

when leaders are able to establish strong lines of communication through listening 

to and understanding the necessities o f those within the institution to accomplish 

the goals of die organization as measured by the 2011 — 2012 school districts’ 

teacher perception survey (Covey, 1989, p. 237).

Freely Express Differing Opinions occurs when a leader-follower rapport is

comprised of both positive and negative interpersonal communication in which 

leaders pay attention to the followers ideas without evaluating the quality or intent 

o f the message until the full message is shared (Van Wart, 2012, p. 125); enabling 

others to share creative ideas to accomplish the goals o f the organization as 

measured by the 2011 -  2012 school districts’ teacher perception survey (Kouzes 

& Posner, 2007, p. 11).

Give Meaning and Purpose to What School is About occurs when the leader
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assist followers to develop a shared understanding about an organization and the 

actions and goals which undergird the purpose and vision to accomplish the goals 

of the organization as measured by the 2011 -  2012 school districts’ teacher 

perception survey (Leithwood, et al., 2004, p. 8).

Professionalism and Respect occurs as a result of the leader “the process o f

establishing respect and instilling faith into followers based on leader integrity, 

honesty, and openness” to accomplish the goals o f the organization (Sosik & 

Dionne, 1977, p. 450) as measured by the 2011 -  2012 school districts’ teacher 

perception survey.

Receiving Input in a timely Manner occurs when leaders establish strong and

timely lines o f communication with and between teachers in a timely maimer to 

accomplish the goals o f the organization as measured by the 2011 — 2012 districts 

teacher perception survey (Sosik & Dionne, 1977, p. 450).

Socio-economic Status (SES) is the grouping of people with similar occupational, 

educational, and economic characteristics” (Santrock, p. 583); which will be 

measured by the percentage o f students qualifying for free or reduced lunch 

within the target site. The researcher defined low socio-economic school settings 

as schools where more than 50% of the student population receives free or 

reduced lunch. High socioeconomic status will be identified as schools serving 

student populations receiving less than 50% free and reduced lunch rates.

Taking Responsibility for What Happens occurs when leaders exhibit an

intense dedication to accomplishing what matters most in their institutions 

regardless o f the problems. In addition, leaders take responsibility when things go
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wrong as opposed to attributing blame to external factors to accomplish the 

aspirations of the organization gauged by using the outcomes o f die target site’s 

2011 -2012 teacher perception survey (Collins, 2001, p.35).

Summary

Teacher absenteeism has become a growing concern for educational systems 

nationwide. School leaders are concerned about reducing teacher absenteeism for various 

reasons (Carter, 2010) such as a strained school district budgets and loss o f students’ 

instructional time with a certified teacher (Brown & Amell, 2012). One o f the most 

frustrating consequences of teacher absenteeism is the effect that substitute educators 

have on student learning. For instance, when other professionals are absent from work, 

the job assignments accumulates over time. When teachers are absent, substitute teachers 

with low expectations, less pedagogical training, and a lack o f classroom management 

training are responsible for student instruction (Miller et al., 2008). School systems 

spend billions of dollars annually and lose significant amounts of instructional 

opportunities for students each year.

School systems often face economic hardships and a lack of adequate student 

academic support when substitute teachers replace regular highly qualified teachers.

More alarming is the fact that teacher absenteeism rates and the presence o f substitute 

teacher may be highest in school systems that need the consistency and educational the 

continuity most (Brown & Amell, 2012). The research based on employee and teacher 

absenteeism fails to provide guidance or support in the leadership behaviors that affect 

teacher absences. As a result o f the aforementioned variables the increasing costs of high 

rates of teacher absenteeism, has compelled researchers to search for correlations
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between teacher absenteeism and other variables in an effort to help school leaders and 

district level personnel implement the necessary policy changes to improve the growing 

crisis (Miller, 2012).

This research study investigated the relationship teacher absenteeism to teacher 

perceptions of principal leadership behaviors. Chapter 2 is a review o f literature, which 

includes historical context of employee absences, variables that influenced teacher 

absences, an overview o f leadership behaviors that impact school culture, additional 

research that links the perceived leadership behaviors o f principals to teacher absences, 

and analyses regarding the relationship o f school socioeconomic status to teacher 

absences. Chapter 3 includes the research methodology, sample, and population for the 

study. Chapter 4 consists of the research findings and Chapter 5 includes the discussion 

and future recommendations.



CHAPTER 2 

REVIEW OF THE LITERATURE 

A review of the literature considering the relationship between teacher attendance 

and teacher perceptions o f leadership behaviors and school socioeconomic status is 

critical in providing a background for the study. Factors considered from the literature 

reviewed addressed: (a) organizational commitment theory, (b) employee absenteeism, 

(c) teacher absences in the United States, (d) factors contributing to teacher absenteeism, 

(e) teacher absences and school socio economic status, (f) teacher absences and 

organizational policies (g) factors positively influencing teacher absences, (h) absence 

culture, (i) school climate and teacher absences, (j) principal leadership,(k) effective 

principal leadership and teacher absences, (1) school climate and principal leadership,(m) 

school leadership, and (n) teacher perceptions o f leadership styles. Relevant literature 

regarding the previously introduced topics offered a contextual framework for this study.

School systems and other employers have grappled with the crisis o f employee 

absenteeism for numerous decades (Barge, 2004). In fact, the peak o f publications and 

dissertation writings addressing teacher absences increased by 25.6% from 1977 to 1996 

(Barge, 2004). During that time, over 500 books, dissertations, social science 

manuscripts, and chapters that include attendance concerns as a crucial variable had been 

released for publication (Barge, 2004). The problem of teacher absenteeism continues to

21
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be an intriguing crisis due to the financial and instructional expenses school districts 

accumulate on account o f this national challenge (Owen, 2010).

In a landmark publication, the United States Department of Education Office 

informed that teacher absenteeism hindered learning in a variety of ways (Miller, 2012). 

Unlike other professions, teaching requires an individual to be present in order to perform 

the essential duties and responsibilities of the job assignment (Owen, 2010). In most 

other professions when an employee is absent from work, the assignments are left until 

the absent employee returns to work (Miller, 2012).

One key obstacle to student learning is the loss of instructional time spent with a 

certified instructor. In many cases, substitute teachers need the knowledge and skills 

required to teach students the material pertaining reading, math, science, and social 

studies, the four-core curriculum content, due to the lack o f training provided by school 

districts for replacement teachers (Cardon, 2001). Substitutes often lack core content 

knowledge; therefore, students that spent extended periods of time with substitute 

teachers may score lower on standardized achievement test (Clotfelter et al., 2009; M iller 

2012).

Moreover, when teachers are absent, principals are faced with the demanding task 

o f obtaining a suitable replacement (Miller, 2012). The principal also holds the 

tremendous responsibility of shaping a school wide vision o f academic success for 

students, creating a climate of success, nurturing leadership in faculty members, 

enhancing instructional strategies, managing staff, and making data driven decisions (The 

Wallace Foundation, 2012). Earlier leadership studies noted school principals hold the
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vital responsibility o f creating an atmosphere that offers a firm educational foundation for 

all educational constituents (Hale, 2000; Leithwood et al., 2004).

Hale (2000) argued that the previously mentioned characteristics helped leaders to 

build trust among team members, build and nurture collegial relationships, generate buy- 

in, and support, and a coherent vision for improvement that would cultivate positive 

school climates. A review of research analyzing the relationships among teachers and 

principals has recognized the principal as the key individual responsible for building a 

flourishing school culture (Brewster & Railsback, 2003; Borman & Dowling, 2008; 

Carter, 2010, Leithwood, et al., 2004). Additionally, principals play a vital role in 

influencing teacher retention, teacher absenteeism, and teacher burnout rates (Brown, 

2005). Since the role of the principal significantly affects the previously mentioned 

variables, it is important for school districts to define key principal responsibilities that 

positively influence teachers. Identifying these key behaviors may yield to greater teacher 

retention, higher teacher attendance rates, and less teacher burnout.

Organizational Commitment Theory

Organizational commitment theory is a prominent model used to describe an 

employee’s commitment to an organization. The theory has frequently been employed as 

a framework to analyze the relationship between employee turnover and leadership 

behaviors (Cohen & Lowenberg, 1990; Ritzer & Trice, 1969). In addition, the hypothesis 

has made significant contributions in assisting leaders with gaining a deeper perspective 

o f the relationship among employee productivity, job satisfaction, and retention rates 

(Emerson, 2007). More specifically, the framework further demonstrates how job 

satisfaction or dissatisfaction influences employee’s decision to leave or remain in a
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specific work site based on the employee’s perception o f the work environment and 

commitment to the organization (Meyer & Allen, 1991; Mowday, Porter, & Steers, 1982; 

Steers, 1977).

The origin of organizational commitment as a theoretical framework was 

introduced with the release of William Whyte's book entitled The Organizational Man in 

1956. In his publication, Whyte (1956) contended that individuals often ignored personal 

desires and identity in an attempt to serve the organizations in which they work.

Following the release of Whyte’s (1956) book, the study of organizational commitment 

has evolved into a widely studied theory within organizational sciences (Meyer & Allen, 

1991,1997; Mowday, Porter, & Steers, 1982; Steers, 1977). A foundational construct o f 

organizational commitment lies within the definition researchers utilized to describe 

commitment. While Mowday, Porter, and Steers (1982) described commitment through 

recognizing the strength of an individual’s willingness and dedication to an organization, 

Bass (1998) and Yukl (2002) defined commitment as the internal harmony and eagerness 

which an individual experiences when fulfilling an assigned task or completing a desired 

request within the organization.

Prior studies have shown that organizational commitments as well as individuals’ 

previous work experiences are significant antecedents to organizational commitment 

(Eby, Freeman, Rush, & Lance, 1999; Meyer & Allen, 1997). While there are several 

factors which contribute to an individual’s decision to remain committed to an 

organization, one of the most significant determinants of employee satisfaction and 

commitment to an organization is leadership (Mowday, Porter, & Steers, 1982). Research 

indicates that leadership is positively linked to organizational commitment in various
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occupational settings (Bono & Judge, 2003; Dumdum, Lowe, & Avolio, 2002;

Walumbwa & Lawler, 2004). Moreover, previous investigations have discovered that 

management has a large influence on organizational commitment and employee absences 

(Emerson, 2007; Owen, 2010; Mowday, Porter, & Steers, 1982).

Several educational researchers have utilized die theory to examine the 

relationship of teacher perceptions to principal leadership behaviors, to staff morale, 

teacher retention and job satisfaction (Angle & Perry, 1981; Sinden, Hoy, & Sweetland,

2004). Hoy and Woolfolk (1993) viewed climate and culture as two separate aspects in 

organizations. The researchers identified climate as a behavior while culture was viewed 

as the norms and values in the organization. According to Schein (2004), employee 

motivation and commitment increases in settings founded in strong cultures rich with 

meaning and values built on a core purpose embodied by all stakeholders. A mixed 

methods analysis conducted by Richards (2003), examined newly hired kindergarten 

through eighth grade teachers’ perceptions of principal behaviors that encouraged them to 

remain in the teaching profession. The participants shared their perceptions regarding the 

level o f support they received from school leaders, their views of principal behaviors, and 

the relationship of principal behaviors to levels o f support provided to new teachers in 

relation to job satisfaction and job retention. Additional variables included in the study 

were the teacher’s perception o f leadership behaviors regarding school commitment, job 

stressors, and die participants’ ultimate decision to remain in the teaching profession. The 

findings of the study revealed that satisfied teachers were more likely to remain in the 

profession while dissatisfied teachers were likely to leave the profession and choose 

another career. Principals were visible and provided frequent feedback increased teacher
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satisfaction; while principals who provided minimal support in dealing with discipline 

and parental concerns had lower levels o f teacher satisfaction (Richards, 2003).

The theoretical framework of the current study aligns with the organizational 

commitment theory. The framework can be used to determine the relationship between 

teacher absences and teacher perceptions o f leadership behaviors and school 

socioeconomic status. Mowday and colleagues (1982) posit that managers must be able 

to comprehend the factors that influence employee satisfaction and dissatisfaction in the 

workplace. Previous literature has recognized educational leadership as a significant 

determinant in establishing a positive learning environment and employee satisfaction 

(Koikmaz, 2007). Accordingly, Kelley, Thornton & Daughetery (2005) found that the 

principal’s leadership style was a key factor in fostering a supportive school climate for 

teachers and students. Factors such as professionalism, staff expectations, and morale 

either positively or negatively influence school climates; thus, principal behaviors may 

significantly impact teacher absences and feelings o f organizational commitment.

Employee Absenteeism 

Persistent employee absenteeism is a pressing issue for the bulk o f business and 

institutions in the United States (McNeil, 2011). The top cited causes for missing work 

include personal illness, family emergency, or an employee’s decision to take a mental 

health day (Camp, 2006). However, the majority o f employee absences are used for 

reasons other than personal illness (Camp, 2006). Although absences happen for many 

reasons, two of the most prevalent kinds o f absences are scheduled and unscheduled 

absences (Commerce Clearing House, [CCH], 2006). Scheduled absences transpire when 

an employee has requested time off in accordance with company policies and procedures
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for requesting absences (CCH, 2006). Employees may take a scheduled or absences with 

or without pay. Scheduled absences include family medical leave, time o ff for jury duty, 

personal illness, and worker’s compensation (CCH, 2006).

One of the most commonly studied models observing employee absenteeism was 

developed by Steers and Rhodes (1978). The researchers conducted an empirical 

investigation in an attempt to identify die motivational determinants o f employee 

absenteeism. The researchers analyzed the determinants that impacted employees’ ability 

and motivation to be present at work on a consistent basis. The primary stage o f the 

investigation included a review o f 104 empirical studies on the subject o f employee 

motivation. The exhaustive analysis of literature included 209 variables. O f those 209 

variables, 40 were related to personal factors and 19 were related to work attitudes. This 

led the researchers to identify two elements that directly influenced employee absences. 

The elements were attendance motivation and the employee’s perception o f their work. 

Attendance motivation identified the impact of the organizational culture in relation to 

the employee’s values, goals, and attitude toward the association. In contrast, employees 

perceived ability to attend included attendance barriers such as family circumstances, 

employee illnesses, and transportation issues. Although the study was conducted over 

three decades ago, the assumption may be applied to present factors regarding the factor 

relating to teacher absences (Steers & Rhodes, 1978). In fact there has not been any other 

comprehensive absenteeism study equivalent to Steers and Rhodes (1978) in the past 

three decades.
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Teacher Absenteeism in the United States 

Over die past decades, the percentage of teacher absences in the United States has 

accelerated at an alarming pace (Substitute Teaching Institute, 2012). During the early 

1980's, Lewis recognized teacher absences as a chief interest to the central office 

personnel and school administrators. A couple of years later, Elliot (1982) noted students 

attending Title I school were exposed to higher rates of teacher absences than their 

counterparts in more affluent school settings. By the early 1990’s, absenteeism had 

become a widespread topic of conversation in political venues, educational assemblies, 

and parental organizations throughout the nation (Seibert, 2013). In past years, the 

researchers have investigated teacher absences in relation to actors which contribute to 

heightened teacher absences, factors which influence the school climate, student 

achievement, and the impact of incentives on teacher absenteeism (Seibert, 2013).

Moored (2012) argues that teacher absenteeism has remained a complex topic to 

investigate due to the various meanings of the term. According to Cascio (2003), 

absenteeism is outlined as “any failure o f an employee to report for or to remain at work 

as scheduled, regardless o f the reason” (p.45). Absenteeism according to Johns (2007) 

refers to a condition by which an individual misses his or her routinely scheduled daily 

activities. Barge (2004) argued that of the most difficult features in examining teacher 

absenteeism is that the definition of absence varies throughout school systems. The term 

has multiple meaning for audiences due to the amount of reasons a teacher may be absent 

from work (Moored, 2012). A few reasons teachers may miss work are to attend 

professional development meetings, to serve on jury duty, and for family medical leave 

(Moored, 2012).
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According to Barge (2004), employee absenteeism and teacher turnover were the 

two most prevalent effects investigated in organizational research. The majority of 

inquiries regarding teacher absenteeism tend to focus on academic and economic costs 

(Brouillette, 2012; Clotfelter et al., 2009, Finlayson, 2009; Miller, 2012). However 

emphasize the influence o f unavoidable illness on teacher absenteeism, student learning 

and employers (Ivatts, 2010); prior studies have focused on prescriptive measures and 

finding alternatives to assist in increasing teacher attendance (Barge, 2004).

As a group, teachers display higher absentee rates than nearly all other 

occupations (Miller, 2012). Researchers have argued over the average number o f days 

teachers are absent every year for decades (Clotfelter et al., 2009; Kirk, 1998; Podgursky, 

2003; Miller et al., 2008; Speas, 2010). The national average recorded for teacher 

absences is 10 days per year (Miller et al., 2008). Miller and associates (2008) 

determined that 2,594 teachers taught in 75 schools in a large, urban school district in the 

northern part o f the United States were absent an average o f 5.13 sick and or personal 

days off each year. The overall absentee rates varied from 2.5 to 8 days per year. In 

another study by Clotfelter et al. (2009), the researchers explained that the average rate of 

teacher absenteeism nationwide is roughly 5% percent, or around 9 within a 180-day 

school session. Although the average percentage o f teacher absences is lower than 

educators in other nations, this rate surpasses the national workforce by approximately 

3% (Clotfelter et al., 2009).

In another investigation, Cook (2008) reported that the national average for 

teacher absenteeism per school year was estimated at nearly 5.2%. Yet in a 2012 article, 

Miller stated that 36% of teachers nationwide were absent from school more than 10 days
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during the 2009-2010 school session. Speas (2010) discovered that the Wake County 

Public School System (WCPSS) in North Carolina had a teacher absentee rate of 10.3 

days. Historically, higher absentee rates have been reported in Los Angeles at 12.6 days 

in 1989 (Kirk, 1998) and 11.3 days in New York City (Podgursky, 2003). Recently, the 

U.S. Department of Education's Office for Civil Rights released the first national study 

examining teacher absences and found that 50.2 % of Rhode Island teachers missed more 

than 10 days in 2012 (Miller, 2012). Other states which had high rates o f teachers 

missing 10 days or more in 2012 were Hawaii at 49.6%, Arkansas at 48.5%, New Mexico 

at 47.5%, and Michigan at 45.6% (Miller, 2012).

Factors Contributing to Teacher Absenteeism 

Studies have also examined variables such as geographic locations (Duflo & 

Hanna, 2005), gender (Colquitt, 2009), organizational attributes (Gaziel, 2004), and grade 

levels (Ticknor, 2012), as indicators that influence teacher absenteeism rates. Teachers 

who serve students with low socioeconomic backgrounds, high minority populations, and 

rural school settings tend to exhibit higher absentee rates (Bruno, 2002; Clotfelter et al.,

2009). This is consistent with findings noted by M iller (2008), which reported “students 

in schools serving predominantly low-income families experience teacher absence at 

higher rates than students in more affluent communities” (p. 5). Clotfelter and colleagues 

(2009) revealed that female teachers are absent from school more days per year than male 

teachers. The researchers found that female teachers between the ages o f 25 and 35 miss 

an average o f 3.2 more days than male teachers. The researchers also reported that 

elementary teachers’ absence rates are twice as high as the rate of high school teachers.



As evidenced by the average individual absentee rate for elementary teachers is 33.9 days 

compared to 16 days per year for high school teachers per year.

Teacher Absenteeism and Student Socio-Economic Status

Urban school studies has shown that teachers are absent more frequently in 

schools with higher percentages of low-income students (Bruno, 2002; Clotfelter et al., 

2009; Miller et al., 2008) and schools in which students score below grade level on 

standardized tests in reading and mathematics (Clotfelter, et al., 2009; Miller, et al., 

2008). Similarly, Clotfelter and colleagues (2009) found a direct correlation between 

teacher absences and the rate o f students receiving free and reduced lunch.

Speas (2010) explored the relationship o f teacher absenteeism to student 

achievement assessed by employing 17 student achievement variables. She analyzed die 

relationship between teacher absenteeism and student achievement by using the third 

through eighth grade reading and math in addition to six preselected high school courses 

in WCPSS in 2007 - 2008. Speas (2010) also examined the association between teacher 

absenteeism to percent o f economically disadvantaged students and school 

characteristics. The analysis sample included 153 schools in WCPSS. O f the 153 sites 96 

were elementary schools, 30 were middle schools, and 23 were high schools, and were 

four alternative schools. The findings yielded significance between the school districts’ 

leadership theme question pertaining to the teacher’s absences and student achievement 

in two of the 17 grade and or subject comparisons. The study revealed weak significant 

relationship between teacher absenteeism and math achievement in two of six grades; 

however, significance was not found in reading or the six high school courses.
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Teacher Absenteeism and Student Absenteeism 

Over the past few decades, researchers have employed a variety o f 

investigations examining the influence o f teacher quality on student absenteeism 

(Clotfelter, 2009; Uehara, 1999). In many cases, teacher absenteeism influences student 

attendance. A modest body o f research states that high teacher absenteeism rates 

contribute to high student absentee rates (Clotfelter et al., 2009; Miller, 2008). An earlier 

study by Ehrenberg, Ehrenberg, Rees, and Ehrenberg, (1991) revealed that higher teacher 

absenteeism was positively linked to higher student absences. A few decades later, later 

Clotfelter and colleagues (2009) posited that teachers serve as role models for students; 

therefore, they affect the student perception of acceptable behaviors. Additional studies 

examining this national problem has also noted frequent teacher absenteeism may send 

students a negative message that school attendance is not a vital determinant in achieving 

student academic progress (Clotfelter et al., 2009; Finlayson, 2009).

Since teachers are considered a primary determinate of student’s academic 

success, it is not unusual that high rates of teacher absenteeism negatively influence 

student achievement (Miller, 2012). While the research has not demonstrated a causal 

relationship between teacher absences and student achievement, the indirect relationship 

between teacher absences and time spent on instruction may impact student achievement 

in a variety o f ways (Miller, 2008). In an article entitled “Are teacher absences worth 

worrying about in the US?” Clotfelter and associates (2009) examined the impact o f the 

number of teacher absences on student achievement A key finding o f the study held that 

higher teacher absenteeism was linked to higher student absenteeism, which also led to 

poor student performance, as the student is not present in class to participate and learn.
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Additionally, the researchers found that students attending elementary schools have lower 

tests scores when they have a teacher who takes extra ten days off (each year Clotfelter et 

al., 2009). Two recent studies by Ronfeldt (2011) and Grissom (2011) found that teacher 

turnover is concentrated in schools that are most in need of stability. Clotfelter and 

colleagues (2009) found that higher teacher absenteeism is associated with more student 

absenteeism, which will also contributed to poor student performance ratings as the 

student is not present in class to participate and learn.

Teacher Absenteeism and Organizational Policies

Organizational policies regarding teacher absences have led numerous teachers to 

view leave days as a personal accumulation of unofficial vacation periods (Ehrenburg et 

al., 1991). In many cases teachers exhibit a sense o f entitlement recognizing that leave is 

a privilege for teachers to visit the doctor, take care o f a sick loved one and for personal 

days (Ehrenberg et al., 1991; Miller, 2012; Owen, 2010; PitkofF, 1993). According to 

Pitts (2010) and Gaziel, (2004), organizational policies, procedures, and practices 

regarding employee absences may significantly affect attendance patterns in the 

workplace. In another study, Fims, Travaglione, and O’Neill, (2006) stated leave policies 

may either reward or discourage chronic employee absenteeism depending on the 

employees perception of the organizational policy. Brouillette (2012) defines 

organizational policies as procedures that include school board leave policies, provisions 

in teacher contracts, and teacher tenure.

A large body of empirical studies suggests teacher absences are discretionary in 

nature and may be influenced by the school district policies (Ehrenberg et al., 1991; 

PitkofF, 2003; Miller, 2008). Discretionary absences are “absences taken by teachers that



are not due to personal illness or that of a family member, some type o f jury or legal 

duties or bereavement” (Owen, 2010, p. 28). M iller (2008) recommended that state 

policymakers revisit ordinances legislating teacher leave privileges. He also suggests that 

policymakers incorporate specific leave guidelines that include incentives and outlines 

various types of leave such as professional development, medical and personal leave, and 

unexcused absences in order to reduce high rates o f teacher absenteeism. The 

organizational policies that currently exist promote teacher absences as a result o f die 

procedures that are in place that lead teachers to use the days for various reasons without 

consequences (Miller, 2008).

On the contrary, policies offering teachers the option to accumulate leave days 

toward retirement were linked to lower leave usage rates (Owen, 2010). PitkofF (2003) 

stated that generous leave policies are the source o f high teacher absenteeism rates. In a 

quantitative study designed to determine the impact o f organizational leave policies to 

teacher absenteeism, Pitkoff (2003) encouraged local schools boards to investigate their 

sick leave policies in an effort to improve teacher attendance. Pitkoff (2003) included the 

following three recommendations to help schools improve teacher attendance: school 

boards change the wording in the absence policy from personal leave to emergency leave, 

school systems host professional learning opportunities either after school or on die 

weekends, and removing sick leave banks from district policy.

Factors Positively Affecting Teacher Attendance

In an effort to reduce the problem o f teacher absenteeism various school districts 

have conducted studies to identify solutions to curb the national matter of teacher 

absenteeism ranging from positive reinforcement for improved attendance and requiring
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employees to call administrators when absent to buy back incentives (Duflo & Hanna, 

2005; Podgursky, 2003; Miller, 2008;). Duflo and Hanna (2005) purport that financial 

incentives have proven to reduce teacher absenteeism for short periods o f time. Duflo and 

Hanna (2005) conducted an analysis to determine if  financial incentives reduced teacher 

absences in India. The researchers aimed to determine whether direct monitoring, 

coupled with generous financial incentives, resulted in higher teacher attendance rates.

The population included 120 schools in rural India. The treatment group included 

teachers in over half of their schools. The treatment group received financial incentives 

for improved teacher attendance during the course o f the investigation. Using tamper 

proof cameras equipped with a time and date stamp, students photographed teachers each 

day they were in attendance. In an additional effort to verify teacher attendance, the 

researcher scheduled unannounced visits to both the control and treatment schools. The 

study revealed that teacher attendance rates were 20% lower in the treatment locations; 

however, over the next few years the rate o f teacher absences had returned to the previous 

state. An additional finding from the study was that student achievement scores 

increased in the treatment group; yet the researchers were not able to ascertain causality 

between the increase in teacher attendance and the increase in student achievement.

Taylor-Price (2012) conducted a quasi-experimental investigation in an effort to 

discover the relationship between the implementation a financial teacher incentive 

program on teacher absences and substitute cost in Center School District in Missouri.

The researcher compared the 2008-2010 teacher absence data to the baseline data 

obtained, during the 2007-2008 school year to determine the effect o f a teacher incentive 

program on teacher absences. Taylor-Price (2012) discovered that the teacher incentive
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plan increased staff attendance rates and reduced the finances spent on substitute 

teachers. The data revealed a notable decline in teacher absences the first year o f the 

implementation; however, teacher absences increased to the previous rates in the second 

year of the study (Taylor-Price, 2012).

A Wisconsin Association o f School Boards (WASB) study conducted by Hubbell 

(2008) aimed to examine revenue neutral solutions to reducing teacher absences. 

Considering the academic and financial impact o f teacher absences, the researcher 

analyzed previous recommendations to increase teacher attendance which encompassed 

the following: (a) reporting to a direct supervisor; (b) closely monitoring absence data;

(c) open communication with staff regarding absences; (d) holding administrators 

accountable; (e) encouraging employee wellness; (f) sick leave carry over days; (g) 

eliminating sick leave banks; (h) restriction o f personal days; (g) district incentive 

programs; and (i) including teacher absences on teacher evaluations(Hubbell, 2008)).

The conclusions o f the analysis yielded two recommendations to assist the Wisconsin 

school district with improved teacher attendance. Hubbell (2008) recommended that 

districts consider a range of previously mentioned options to curb teacher absences. 

Hubbell (2008) also recommended that the state officials meet with union representatives 

prior to implementing any of the aforementioned recommendations to ensure healthy 

relationships between the state officials and the union representatives.

An extensive body of literature indicates that a high amount o f job gratification at 

a workplace motivates faculty to display stronger commitment to the school; thus, 

positive work climate has been cited as a factor to improve teacher attendance (Imants & 

Van Zoelen, 1995; Keller, 2008; Miller, 2012; Owen, 2010). An earlier study conducted
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by Imants and Van Zoelen (1995) illustrated that positive working environments have 

been associated with lower teacher absence rates. The Netherlands based study utilized 

the Organizational Climate Description Questionnaire (OCDQ-RE) to examine the 

interaction between teacher absences, teacher efficacy, and school climate. The 

researchers found a positive correlation between directive leadership and lower 

percentages of teacher absence. The study also revealed that teacher perceptions o f 

principals supportiveness was assessed by die principals willingness to improve teaching 

conditions, set clearly defined student discipline rules and procedures, fairly evaluate 

teachers performance, offer fair procedures for filing grievances, and provide feedback 

regarding teacher performance (Imants & Van Zoelen, 1995).

Absence Culture

Excessive teacher absence can be a sign of other underlying problems within the 

culture of a school (Carter, 2010). The professional culture o f schools, including formal 

and informal norms, is often challenging to define (Pitts, 2010). The literature regarding 

theoretical definitions is quite extensive (Owen, 2010). Absence culture is generally 

defined as the beliefs and practices which influence the frequency of and duration of 

absences within a group or organization (Chadwick-Jones, Nicholson, & Brown, 1982). 

Johns and Nicholson (1982) gave a more detailed definition o f absence culture, which 

included a set of shared beliefs regarding the legitimacy of absenteeism along with 

proven traditions and practices o f employee absence conduct and its control.

More recent absence behavior studies have attempted to resolve that group 

behavior may have a significant impact on collective absence norms (Iverson, Buttigieg,

& Maguire, 2003; Nicholson & Johnson, 1985; Xie & Johns, 2000). The basis o f a
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culture within an organization depends on mutual trust and salience within the 

organization (Iverson, Buttigieg, & Maguire, 2003). Cultural salience was defined as the 

degree in which norms are accepted within an organization and is driven by the absence 

control system within an organization (Hill & Trist, 1953). Hill and Trist (1953), posit 

that high cultural salience occurs when employees have a clear understanding o f the 

formal and informal rules within regarding absenteeism the workplace.

Xie and Johns (2000) regarded absence culture as the extent to which mutual 

agreement or homogeneity regarding absence patterns existed within an organization. 

Absence culture shapes the views or perceived legitimacy perceived by the employees 

within an organization, which justifies absence behaviors or patterns (Iverson, Buttigieg, 

& Maguire, 2003). The level o f trust between employers and employees plays a crucial 

role in the dynamics of the absence culture within an organization (Hill & Trist 1953). 

High trust is reflected by the congruence o f the employer to employee relationship, and 

low trust is represented by a formal employment relationship (Iverson, Buttigieg, & 

Maguire, 2003). Nicholson and Johns (1985) contend that there are four possible 

cultures, which pose different outcomes regarding absence behavior within an 

organization. Type I indicates low salience and high trust culture which results in a 

dependent culture signified by deviant absences. In a Type I setting, employees within 

the organization follow rules o f the organization rather than following the expectations of 

co-workers. Type II indicates high salience and high trust which results in high morals 

and high trust In a Type II setting, constructive absences occur as a result o f the 

employer meeting a desired obligation to employees within the organization. When a 

Type II setting is evident in a partnership, employees working within the organization are
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satisfied. Type III indicates low salience and low trust which promotes an unhealthy 

culture and encourages increased employee absences. In a Type III, setting employees 

carefully weigh the consequences o f workplace satisfaction and pay. In other words, 

employees make a decision to miss work based on labor or leisure decisions. Finally,

Type IV indicates high salience and low trust. In a Type IV setting, workplace conflict 

exists within a culture, which causes employees to demonstrate defiant absence behaviors 

and feel alienated from the organization (Nicholson & Johns, 1985).

Researchers have also sought to discover the relationship between employee 

absenteeism, cultural norms, and employee impact in the workplace in an effort to 

provide an explanation for workplace absenteeism (Chadwick-Jones, Nicholson &

Brown, 1982).The absence culture analysis has provided a framework for studying 

absenteeism at the organizational level, which influences policy implementation (Owens, 

2010). This research also provides a framework to understand absenteeism at the school 

level.

School Climate and Teacher Absences 

Richards (2003) found that while teachers felt principals set the tone for the school, the 

partnership between teachers and principals create the school’s climate. Studies aimed at 

improving school culture have argued that the initial step to school wide improvement is 

the measurement of the school’s culture (Gaziel, 2004; Leithwood, et al., 2004; Seashore 

Louis, Leithwood, Wahlstrom, & Anderson, 2010; Valentine, 2007). Valentine (2007) 

describes the initial step of measuring school wide culture as the foundation to rich data 

based discussions between the formal and informal leaders within the building that are 

necessary for school improvement In a school leadership study conducted by Leithwood
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(2005), the researcher noted that the working relationships between formal and informal 

leadership assist in shaping the school culture (Leithwood, 2005) and thus formal and 

informal leaders in a school can affect teacher absences. Accordingly, Knight (2007) 

argues that teachers and school administrators have the ability to either enhance or 

diminishes their schools; thus impacting the overall school culture.

Existing studies have cited the cultural influence o f students, teachers and leaders 

as influencers o f teacher absences (Bradley, Green, & Leeves, 2005; Bruno, 2002; 

Edmonds, 1979; Owen, 2010). In an effort to examine the relationship between school 

culture and teacher absences, Bradley and colleagues (2005) studied the behavior of 

teachers who transfer from schools with low absenteeism rates to schools with high 

absenteeism rates in Queensland, Australia. Bradley and colleagues (2005) sought to 

explore the effect of group behavior as established by school- wide culture on individual 

behavior. In addition, the researchers grouped the schools as either sick schools, school 

with high absent rates, and healthy schools, schools with low absent rates (Bradley et al.,

2005)

Bradley and colleagues (2005) concluded that teachers who moved from schools 

with good attendance to schools with poor attendance demonstrated increased rates o f 

absenteeism. Furthermore, the researchers argued that school cultures in which faculty 

exhibited poor attendance norms negatively influenced the individual teacher rates of 

voluntary absence. Additionally, the researchers noted that teacher absence behaviors 

were reliant on individual and school climate factors. A teacher who transferred from a 

healthy to a sick school was more likely to raise individual absenteeism rates by nearly 

70% (Bradley et al., 2005).
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Dell’Angela and Little (2006), the Chicago Tribune reporters, highlighted the 

results of a six-year analysis aimed at finding the causes o f chronic teacher absences in 

Chicago Public Schools. Consistent with the research highlighting absence culture in 

schools, the analysis revealed a large percentage o f the teachers took “mental health” 

discretionary sick leave days each year. Many of the teachers reported taking mental 

health days due to frequent verbal abuse and exposure to routine violence fueled by the 

feuding between the middle class and high poverty cultures within the school. In an effort 

to avoid burnout caused by stress, teachers chronically missed school thus yielding lower 

student achievement scores (Dell’Angela & Little, 2006). Based on Bradley and 

colleagues (2005), this analysis illustrates how teachers respond to climate and stressors.

Effective Principal Leadership Behaviors and Teacher Absences 

Contemporary educational reforms have significantly shaped schools over the 

past three decades creating a variety o f new challenges for school leaders (Bottoms, & 

Schmidt-Davis, 2010; Leithwood et al., 2004). The heightened focus on school-wide 

accountability has catapulted school-based leadership into a dimension o f politically 

driven standards based school reform (Leithwood et al., 2004). Over time, leadership 

theorist has contributed considerable research findings to the effective performance o f 

complex organizations (Marzano et al., 2005). Given the vast importance o f the role of 

the principal in schools serving urban students, prior studies have focused considerable 

attention on efforts to enhance the quality of education, teacher retention, job satisfaction 

and attendance rates in urban schools (Darling-Hammond, 2003; Ingersoll & Smith,

2003).



Literature examining teacher turnover in urban schools, cite school leadership and 

school climate as major reasons for high turnover rates (Grissom, 2008; Ingersoll, 2001). 

Nationally, urban schools and schools serving students o f poverty experience a 50% 

higher teacher turnover rate than students in more affluent schools (Ingersoll, 2001; 

Provasnik & Dorman, 2005). In an effort to gain a greater perspective on teacher 

retention, Luekens, Lyter, and Fox (2004) examined patterns o f teachers who transferred 

to other schools and teachers who left the profession. The researchers referred to these as 

movers and leavers (Luekens, Lyter, & Fox, 2004). The study revealed that movers 

lacked respect for leadership because of the leader’s lack of respect for the teacher, the 

leader’s lack of flexibility in instructional practices, and the leader’s inability to work 

collaboratively with staff to make decisions. In contrast, leavers were less critical of 

school leadership but opted to leave the profession. According to Leithwood and 

associates (2004), school leaders are responsible for shaping the school’s conditions 

through clear school-wide goals, organizational management, aligned curriculum and 

instructional practices, and improving overall instructional program.

Teacher retention is one of the most challenging issues facing urban school 

districts; yet, principals are responsible for recruiting an effective teaching force (Jacob, 

Vidyarthi, & Carroll, 2012). Effective school leaders retain excellent teachers by 

cultivating collaborative learning conditions while building and sustaining positive 

school cultures (Branch, Hanushek & Rivkin 2013; The Wallace Foundation, 2012). The 

New Teacher Project recently released the findings of a qualitative analysis aimed at 

discovering die key characteristics which caused high performing teachers to remain in 

urban schools (Jacob, et al., 2012). The New Teacher Project (2013) refers to these
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teachers as irreplacebles. Statically, these irreplaceable educators increased student 

achievement by more than five to six months beyond the rates of their poor performing 

counterparts each year.

The results o f the qualitative analysis revealed that the irreplaceable teachers 

preferred to work in collaborative environments with colleagues who shared common 

goals regarding student achievement Irreplaceable educators cited principal leadership, 

poor working conditions, and teacher salaries as the top three reasons for leaving urban 

schools within three to five years (Jacob et al., 2012). In their view, leadership should 

focus on creating collaborative climates focus on high academic standards and provide 

teacher with competitive higher paying salaries similar to other professionals. Some 

evidence indicates that school culture and principal leadership influences student 

absences in urban schools; however little evidence was found to support the relationship 

between principal leadership in schools serving urban students (Branch, Hanushek & 

Rivkin, 2013).

Most scholars agree that teacher absenteeism declines when school leadership 

requires educators to report absence to their principal (Hill, 1982; Keller, 2008). Miller 

(2008) argues that teacher absences deteriorate as school leader level o f effectiveness 

increases. One plausible explanation for the decline in teacher absences may be due to an 

increase in teacher morale causing teachers to miss less days o f work (Miller, 2008). 

Consequently, positive school cultures thrive in settings with minimal teachers absences 

along with students receiving instruction from certified teachers (Finlayson, 2009; M iller, 

2012; Owen, 2010). Given that effective principals improve student attendance in urban 

schools by improving school climate, school leaders may also improve teacher attendance
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through reducing stress and encouraging high levels of job satisfaction (Miller, 2008; 

Miller, 2012; Owen, 2010).

School Climate and Principal Leadership

The past four decades researchers have extensively analyzed the qualities of 

effective leaders in a variety of school settings though the vast majority has focused on 

leadership behaviors in school serving students in urban settings (Edmonds, 1979; 

Marzano et al., 2003). The inception of the effective school movement began with the 

release of the landmark Coleman Report known for shaping educational equity in the 

United States (Coleman, 1966). Coleman and colleagues (1966) found that 

socioeconomic status was a significant determinant o f student achievement.

The release of the findings left educational researchers seeking ways to overcome 

challenges common to schools serving students in low socioeconomic communities 

currently recognized as the effective school movement. Building upon the findings o f the 

Coleman Report, Edmonds (1979) argued that the programs available to students o f 

poverty were designed to make students conform to defined teaching practices as 

opposed to tailoring teaching practices to meet the students learning needs. In his study 

examining effective schools, Edmonds (1979) identified the principal as the catalyst for 

effective school success. As an integral part o f the school landscape, the principal 

provides the foundational framework for all students to succeed by creating the vision 

designed for the school, monitoring the program o f study and school wide improvements, 

presenting feedback to faculty and staff, creating professional learning opportunities, and 

ensuring safe and orderly school environment (Edmonds, 1979).
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Effective school research affirms that successful school leaders recognize the 

value of building collaborative learning communities designed to advance the global 

academic landscape and culture o f a school (Leithwood et al., 2004). Gully, Incalcaterra, 

Joshi, and Beaubien (2002) examined the association of collective efficacy to team 

performance and discovered a positive relationship between team efficacy and 

productivity. The statistics showed a stronger effect sizes at the group level while less 

significance effect sizes were noted at the individual level.

One study aimed at determining principal effectiveness was conducted by 

Williams in 2000. Williams (2000) compared teachers’ perceptions o f middle school 

principals. The sample in the study consisted of effective schools that were previously 

nominated for the National Secondary Recognition Program and randomly selected 

schools that had not been nominated for die award. Using the perceptions o f teachers 

from both schools the researchers determined the level of principal effectiveness. 

Williams (2000) reported that the effective school principals were more successful as 

leaders in organizational development than were the principals of less effective schools.

As effective school leaders, principals cultivate school landscapes by creating 

school environments that allow adults and children to focus on learning the essential 

skills required for student success (Goldring, Porter, Murphy, Elliott, & Cravens, 2007). 

This recent paradigm shift has created a need for school systems to focus on team 

leadership based school improvement measures centered on enhancing the overall school 

climate (Harter, Schmidt, Kilham, & Agrawal, 2009). Administrators in healthy school 

climates provide high levels o f support to teachers in their daily responsibilities so that 

teachers are able to focus on the core business o f increasing student achievement results
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(Goldring, Porter, Murphy, Elliott, & Cravens, 2007). In return for the support they 

receive, teachers in schools with healthy climates openly acknowledge the administrative 

support though offering high levels of commitment to the organization resulting in school 

wide improvements in academic achievement (Cohen, McCabe, Michelli, & Pickeral, 

2009; Goldring, Porter, Murphy, Elliott, & Cravens, 2007; Hoy & Woolfolk, 1993).

Hoy, Sweetland, and Smith (2002) posit that effective leaders can increase student 

achievement and promote positive climates through increasing collective efficacy. In 

agreement other scholars examining effective school studies argued that principals who 

foster collaborative environments through building collective efficacy noticed an 

improvement in student achievement and overall school climate (Goddard, 2001;

Goddard, Hoy, & Woolfolk, 2000). School climate researchers describe collaborative 

efforts between teachers and school leaders as key factors to improve school culture and 

increase student achievement scores (Brewster & Railsback, 2003; Leithwood et al.,

2004); thus it is important leaders to examine teacher perceptions o f effective leadership 

behaviors that encourage collaboration and respect (Carter, 2010; Ismail, 2012; Owen,

2010). In agreement Ross and Gray (2006) argue that the preferred style o f leadership for 

21st century administrators is transformational leadership. Moreover the most effective 

leadership occurred when transformational leaders fostered school climates infused 

school wide with collective efficacy (Ross & Gray, 2006; Dussault, Payette, & Leroux, 

2008).

School Leadership

One particular topic o f interest to educational researchers has been the initiative 

to improve the quality of instruction and teacher retention rates in urban schools (Bruno,
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2002; Clotfelter et al., 2009; Grissom, 2012). Research inquiry has been devoted to 

determining which specific leadership styles are most influential in making 

improvements in student achievement through school reform (Waters, Marzano, & 

McNulty, 2003). Marzano, McNulty, and Waters (2005), examined over 300 leadership 

publications spanning from 1978 to 2001 in an attempt to identity distinct leadership 

behaviors that significantly impacted student achievement O f the 300 studies, 69 led die 

researchers to identify 21 common leadership behaviors linked to advancing student 

achievement and school culture.

The 21 leader responsibilities identified by the researchers were “(a) affirmation, 

(b) change agent, (c) contingent rewards, (d) communication, (e) culture, (f) discipline,

(g) flexibility, (h) focus, (i) ideals/beliefs, (j) input, (k) intellectual stimulation, 0) 

involvement in curriculum, (m) instruction, and assessment, (n) knowledge of 

curriculum, (o) instruction, and assessment, (p) monitoring/evaluating, (q) optimizer, (r) 

order, (s) outreach, relationships, (t) resources, (u) situational awareness, and (v) 

visibility” (Marzano et al., 2004, pp. 42-43). Two significant findings emerged regarding 

leadership and student achievement: leaders impacted student achievement by changing 

processes necessary to improve student achievement and changing practices to increasing 

student achievement

Transformational leadership refers to the leader’s ability to understand the needs 

o f the organization and communicate a vision that is mutually shared and executed by all 

(Bums, 1978). Equally important is the findings which indicates a significant relationship 

between transformational leadership to organizational learning, culture, and effectiveness 

(Ross & Gray, 2006). The topic of transformational leadership has emerged to die
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forefront of strategic improvement practices in business institutions for decades but, 

transformational leadership is relatively new in die field of educational research 

(Leithwood, 1992).

The construct o f transformational leadership was first recognized by Downton in 

1973 and later grew in popularity with the release o f James MacGregor Bums work 

entitled Leadership in 1978. A fundamental assumption of transformational leadership 

lies within the leader’s ability to make meaningful connections with the followers within 

an institution (Bums, 1978). Employing the practice o f transformational leadership may 

be of particular importance to urban school leaders as the literature reveals engaged 

employees are more likely to remain on jobs if  they feel connected to the vision o f the 

institution (Silins, Mulford, & Zarins, 2002). Through practicing transformational 

leadership, principals may retain higher percentages o f teachers each year by empowering 

individuals to perform at their highest levels (Silins, Mulford, & Zarins, 2002).

Several researchers have agreed that effective leaders, especially school 

principals, engage in transformational leadership practices. According to Northouse 

(2007), the underlying premise of transformational leadership lies within the leader’s 

ability to increase the organization's effectiveness through a clear mission vision, and 

goals; ethics and values; and meeting the needs of the organization’s constituents. Similar 

to Bums (1978), Northouse (2007) extends his definition to include die leader’s ability to 

development leadership in others in order to build the organization’s capacity. Marks and 

Printy (2003) agree that transformational principals engage in instructional practices by 

creating conditions for teachers to participate in reforming school-wide instructional and 

transformational improvement. Leithwood (1994) found that transformational principals
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transformational support and empower staff members to a higher intellectual path to 

innovate and advance organizations. Transformational leaders consistently employ 

collective efficacy constructs by motivating others to focus on ideas beyond their 

personal educational practices by concentrating on distributive goal setting, improvement 

o f standards, and linking school wide collaborative actions to student outcomes (Luft, 

2012). Existing studies examining transformational principal practices placed high value 

on the professional development and collaboration among teachers and administrators 

(Marzano, 2003; Wahlstrom & Louis, 2008). They emphasize that integrated leadership 

increases the likelihood o f advancing instructional quality and student achievement

Kouzes and Posner (2007) set out to identify the behaviors that make a leader 

effective. The researchers began their study in the 1980s in an effort isolate these 

behaviors. Kouzes and Posner (2007) interviewed hundreds of leaders and reviewed a 

number of studies and found five fundamental practices common to effective leadership. 

These five tenets were grounded in transformational leadership practices which include: 

“(a) Model the Way, (b) Inspire a Shared Vision, (c) Challenge the Process, (d) Enable 

Others to Act, and (e) Encourage the Heart” (Kouzes and Posner, 2007, p.14).

Pingle and Cox (2007), in an effort to assess transformational leader effectiveness 

in the Southeastern region o f the United States, examined leadership practices o f 84 

elementary school principals and classroom teachers in high achieving and low achieving 

schools. The participants were assessed using Kouzes and Posner’s five leadership 

principles. The findings yielded significant differences between the principals ‘opinions 

of leadership practices in successful and unsuccessful schools (Pingle & Cox, 2007). The
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researchers also noted that principals serving in high performing schools consistently 

embraced Kouzes and Posner’s (2007) five leadership tenets.

According to Moolenaar, Daly, and Sleegers, (2010) transformational leadership 

is positively associated with schools’ innovative climate and it motivates followers to do 

more than they are expected in terms of extra effort and greater productivity (Bass, 1985; 

Bass & Avolio, 1994). Transformational leaders also assist school personnel in changing 

undesired teaching practices (Leithwood et al., 2004). Organizational theorist argue that 

transformational leaders significantly impact organizational leaning, organizational 

culture leading to high levels of organizational commitment and change learning (Nguni, 

Sleegers, & Denessen, 2006; Silins, Mulford, & Zarins, 2002; Ross & Gray, 2006).

The topic o f transformational leadership has been studied in national and 

international settings (Bommer, Rubin, & Baldwin, 2004; Geijsel et al., 2003). 

Educational studies focused on analyzing employee viewpoints of leadership behaviors 

has significantly increased over the past few decades (Ladd, 2009; Hayes, Christie, Mills 

& Lingard, 2004; Leithwood et al., 2004; Seashore Louis et al., 2010). Given that a 

leader’s influence on student achievement is largely based on influencing teachers who 

improve student achievement through transformational leadership models, school 

districts may benefit from examining the link between transformational leadership and 

the retention of classroom teachers (Denton, 2009).

Teacher Perceptions o f Leadership Styles 

Recent research informs us that increasing teaching conditions can lead to 

increased teacher motivation, improved teacher retention rates, and improved student 

success (Ladd, 2009). The literature also affirms that teacher perceptions of working
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conditions are highly predictive of teacher absence and turnover rates (Grissom, 2011; 

Ladd, 2009; Owen, 2010). An extensive body o f literature examining teacher perceptions 

informs us that the attitude the principal displays towards teachers significantly affects 

teacher satisfaction (Blase & Blase, 2001; Carter, 2010; Tschannen-Moran, 2004).

Schools that have a well-defined and mutual direction tend to undergo successful 

and effective reform (Leithwood and Seashore Louis, 2012). Teachers at high performing 

schools work collectively with administration to improve student performance 

(Leithwood & Seashore Louis, 2012). The school leader fosters an environment where 

teachers work together to improve their teaching practice and receive regular feedback 

(Leithwood & Seashore Louis, 2012). These leaders exemplify what Kouzes and Posner

(2007) describes in the leadership tenet, model the way. Leaders create a standard of 

excellence and set examples for others to follow by ensuring that the goals and vision of 

the organization are executed (Kouzes & Posner, 2007). Geijsel, Sleegers, Leithwood, 

and Jantzi (2003) claim that teacher’s perceptions o f effective leaders are grounded in the 

leader’s ability to innovate; motivate staff, students, and the community; and hold the 

staff and themselves accountable for successes and failures. Marzano and colleagues 

(2005) stated that leaders influence school culture by fostering a sense o f community, 

promoting shared beliefs, and encouraging cooperation with staff members. Moreover, 

the organizational management literature emphasized the importance o f managers 

recognizing the value of employee perceptions in an endeavor to improve workplace 

situations (Herzberg, 1966).

The literature is replete with the attributes that make an effective principal 

(Cotton, 2003; Leithwood et al., 2004; Marzano et al., 2005) and there are a number of
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behaviors that teachers can readily observe that will shape a teacher’s perception of

leader effectiveness. One school system in the Southeastern region of the United States

has developed a perception survey that aims at examining the teacher’s perceptions o f die

principal’s ability to influence school culture (Target District Website, 2013). Teachers

respond to items regarding the principal’s ability to:

(a) clearly define administrative procedures, (b) foster collaboration, plan for 
improvement, and provide input in decision making, (c) commendation good 
work o f others, (d) effectively communicate and provide feedback in a timely 
manner, (e) allow staff to freely address differing opinions, (f) give meaning and 
purpose to what school is about, (g) treat staff with professionalism and respect,
(h) take responsibility for what happens at school, (i) ability to make decisions 
when appropriate (Target District Website, 2013)

Clearly Defined Administrative Procedures

The principal is accountable for setting clear procedures for student learning and

teacher expectations. Leaders that define clear procedures to establish an atmosphere

conducive to learning assist in creating order (Marzano et al., 2005). Transformational

leaders effectively and concisely communicate established procedures by having face-to-

face conversations with teachers and through written communication (Antonakis et al.,

2003). By effectively articulating established administrative procedures, school leaders

establish a sense of order. Order is defined by Nunnelley, Whaley, Mull, and Hott, (2003)

as explicit rules and regulations for students and staff. Supovitz (2002) documented order

as essential conditions required to equip staff with the management, time, supplies, and

enticements to engage in instructional work. Marzano and colleagues (2005), argue that

schools maintain order and enhance learning when visitor procedures are established, and

school wide announcements are made outside o f the instructional day (Marzano et al.,

2005).
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Effective principals demonstrate systematic strength and are accountable for the 

school-wide success in meeting desired goals (Leithwood & Riehl, 2003). Nunnelley, 

Whaley, Mull, and Hott (2003) contend that effective leaders clearly articulate concrete 

curriculum, instruction, and assessment objectives to students, faculty, and staff 

(Nunnelley, Whaley, Mull, & Hott, 2003). In doing so, transformational leaders inspire 

others to focus on die common goals and mission of the organization (Leithwood et al.,

2004). Similarly, Leithwood and Riehl (2003) inform us that effective leadership 

supports the purpose and direction o f the organization.

Collaboration, Planning for Improvement, and Ability to Provide Input in Decision- 

Making

According to Haberman (2012), improved school performance is chiefly 

dependent on the principal’s ability to engage and mobilize staff members. Research also 

informs us of the increased interest in the principal’s role in empowering teacher leaders 

in an effort to lessen the burden of the increased leadership responsibilities (Blase & 

Blase, 2001). Research further suggests that a teacher’s performance may significantly 

impact student achievement; thus increasing a teacher’s input in school-wide decisions 

places them at the forefront of current educational reforms (Smylie, Mayrowetz, Murphy, 

& Seashore-Louis, 2007). Leithwood and colleagues (2004) agreed that leaders that 

promote shared responsibilities between administrators and teachers lead to more 

sustainable school reform. The researchers further indicated productive teacher-principal 

relationship occurs when principals display three key elements: (a) setting direction 

through common goals, (b) developing the professional talent o f teachers, and (c) 

creating a positive work environment Leithwood and colleagues (2004) posited positive
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teacher contribution in decision making promotes loyalty; improves job satisfaction, 

morale, and self-efficacy; and diminishes opinion of alienation and powerlessness.

According to Kouzes and Posner (2007), exemplary leaders develop genuine 

relationships with stakeholders, inspired staff to achieve at high levels, and helped to 

celebrate accomplishments. Blase and Blase (2001) argued that leaders foster authentic 

participation by seeking input from those affected by decisions, providing foundational 

information needed for employees to make informed decisions, and treating teachers as 

proficient professionals by valuing their feedback. A recent correlational analysis 

conducted by Sharp (2009) in an effort to examine the relationship between teacher 

empowerment to teacher perceptions of principal effectiveness, found there was 

significant correlation between teacher empowerment and principal effectiveness. Sharp 

(2009) analyzed the perceptions of 101 high school teachers in Kansas using The Audit 

of Principal Effectiveness (APE) survey to  assess principal behaviors and the School 

Participant Empowerment Scale (SPES) to assess perception o f teacher empowerment. 

The APE is comprised of three domains: organizational development, organizational 

environment, and educational program.

The SPES instrument includes: perceptions of the knowledge base, perceptions o f 

competence, perceptions of job status, perceptions o f level influence, perceptions of 

autonomy, perceptions of control, perceptions o f responsibility, perceptions of 

collaborative efforts, perceptions of involvement in decision making, perceptions of 

impact, and choice (Sharp, 2009). The data revealed that teachers who perceived 

principals who ranked high in organizational development, organizational setting, and 

educational curriculum felt strong beliefs of empowerment to grow professionally.



Commendation of Good Woik

The topic of employee motivation in the workplace has received a considerable 

amount of attention (Dewhurst, Guthridge, & Mohr, 2010). An extensive body of 

literature examining leadership behaviors has discovered a positive relationship among 

rewards and recognition and employee productivity, satisfaction, attrition, performance, 

and organizational citizenship behaviors (Herzberg, 1966; Herrmann & RockofF, 2009; 

Miller, 2012). Blase & Blase (2001) argue that effective principals must celebrate the 

staff’s ability to take risk, innovate, and experiment Furthermore, the researchers 

encourage principals to give teachers opportunities to endeavor new ideas and to 

encounter errors in the process o f change.

According to Kinsey (2006), school leaders often face the challenge o f addressing 

school-wide performance issues whether positive or negative. Kinsey (2006) states that a 

typical school staff is comprised o f 30%high performers, 20 % diminishing stars, and 

SO % median stars. In the same manner, Marzano and colleagues (2005) found three key 

characteristics associated with this commendation o f good work. Leaders who 

commended good work systemically and fairly acknowledged and celebrated student 

accomplishments, teacher’s accomplishments, and school wide rewards. Contingent 

rewards, according to Bass and Riggo (2006), have also been known to increase teacher 

performance. The researchers contend that leaders who offer reward for staff members 

who satisfactorily carry out the assignments employ this premise. Similarly, 

transformational leaders raise individuals to a higher purpose through intrinsic 

motivation; thus the employees are rewarded through feelings o f self-satisfaction (Bass
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Effective Communication and Receiving Input in a  Timely Manner

Previous studies affirm that teachers experience greater job satisfaction when a 

school leader communicates shared responsibilities with others and communicates with 

others in an open manner (Rossmiller, 1992). In contrast, Blase and Blase (2001) contend 

that managers who are unwilling to listen to staff create cultures where faculty members 

feel unappreciated. Communication is regarded as the most significant human relations 

skill; and the leader’s communication style, teacher morale, and job fulfillment are also 

essential elements of school productivity (Washington, 2007).

Bottoms and Schmidt-Davis (2010) argued that communication is vital to the role 

of school leaders because they set instructional goals and integrate curriculum so that 

students are motivated through relevant instruction. Washington (2007) examined the 

impact of perceived principal’s communication patterns on teacher behavior and moral 

using a correlational design. The researcher examined the perceptions o f 126 ninth and 

tenth grade teachers in Houston. The findings yielded a significant linear relationship 

between principal communication style, teacher morale, and job satisfaction.

Freely Express Differing Opinions

According to Tschannen-Moran (2004), principals create an atmosphere o f trust
i

by drawing out the best in faculty members. Blase and Blase (2001) urged principals to 

openly embrace conflict as an approach to generate positive outcomes in the school 

environment Additionally, Blase and Blase (2001), argue that leaders promote genuine 

participation by requesting input o f those impacted by decisions, supplying background 

facts essential for faculty to consider decisions, and treating teachers as competent 

professionals with valuable insight.
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Existing studies argue that effective collaboration that brings about change can be 

challenging due to the significant amount o f work time involved in the school landscape 

needed to bring about school-wide reform (Wells & Feun, 2008; Wells & Keane, 2008). 

Maloney and Konza (2011) contend that school-wide collaborative goals, evidenced by a 

collective vision, decreased in the face of differing views. In fact, the researchers found 

that teachers lacked the confidence to voice opposing perspectives or challenge the more 

assertive views. Isaacs (1999) identified debating, dialoging, and openly discussing 

matters in the workplace as communication practices that are employed by managers

Debate, also called identified as unproductive defensiveness, has been identified 

as a key characteristic to limiting teacher empowerment. Isaacs (1999) argued that 

managers unknowingly use tins style of communication with employees. However, the 

final two practices, dialogue and open discussion assist leaders in fostering teacher 

leadership traits essential to create school reform. The latter two encourage participants to 

engage in professional conversations while alternating speaking, listening, and debating 

roles which leads to deep analysis through open discussion. In some instances, Isaacs 

(1999) warns that debate can lead to competitive work discussions instead o f fostering 

change. Instead of employing the three previous conversational practices he suggests 

deep listening, respecting others, suspending assumptions, and voicing personal truths 

encourages others to share differing views.

Give Meaning and Purpose to What School is About

According to Haberman (2012) effective principals are accountable for creating a 

distinct school mission by clearly articulating a common language to achieve tire vision 

and encourage support from stakeholders to accomplish the prescribed task needed to
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accomplish the mission. A wide body of educational research informs us that principals 

in high achieving schools have a clear understanding o f the school’s vision and goals 

(Cotton, 2003; Marzano, 2005; Penix, 2009; Waters & McNulty, 2003; The Wallace 

Foundation, 2012). Contemporary researchers agree that successful principal must 

encompass a clear vision and goals, be capable o f articulating the vision to all 

constituencies, and have the ability necessary to support the organization in achieving for 

increasing student achievement (Cotton, 2002; Marzano et al., 2005; Stronge, Richard & 

Catano, 2008). Leithwood and colleagues (2004), argue that the task o f setting a vision 

requires the assistance o f key stakeholders, hr order to fulfill a vision, the goals and 

procedures must be clearly articulated to everyone involved in the process (Bottoms & 

Schmidt-Davis, 2010). Existing literature contends that leaders who employ a directive 

approach by sharing specific steps to achieving a desired goal using quantifiable goals 

add greater meaning to procedures needed to accomplish the desired goals (Bottoms & 

Schmidt-Davis, 2010).

Alternatively, Zepeda (2003) explains that healthy school cultures are formed 

through collaborative efforts between leaders and stakeholders who hold the common 

assumptions regarding student achievement A recent qualitative analysis conducted by 

Ismail (2012), aimed at exploring the relationship o f principal leadership styles to 

teachers’ perceptions of their job satisfaction in four International Baccalaureate (IB) 

schools in Colorado. Three questions were asked o f teachers regarding leadership 

behaviors: (1) How do U.S. teachers perceive the principal’s leadership style? (2) What 

are the different leadership styles that principals use? (3) What determines goodness and 

fit between a principal’s leadership style and teachers’ job satisfaction? The results
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revealed that communication was the third most significant theme. Three themes emerged 

regarding the teachers perception o f the principal’s ability to share information: through 

being a good listener, through clearly articulating information, through being able to 

clearly communicate teachers’ expectations. While the results revealed that teachers 

expressed a need for clear and identifiable expectations; the teachers expressed a desire to 

freely accomplish the administrative expectations (Ismail, 2012).

Professionalism and Respect

Limited research exists analyzing the influence o f principals treating teachers with 

professionalism and respect (Weisburg, Sexton, Mulhem, & Keeling, 2009). Prevailing 

literature on the subject o f effective principal’s claim that great leaders consider teacher 

boundaries and acknowledged their opinions when making decisions (The Wallace 

Foundation, 2012). Moreover, teachers perceived that principals showed respect by 

acknowledging mistakes when making unfair decisions (Ikemoto et al., 2012). 

Additionally the scholars discovered that teachers felt appreciated when principals 

viewed teachers as professionals (Ikemoto et al., 2012).

Others dispute that principals create effective instructional cultures by fostering 

environments of respect and trust and by holding poor performing teachers responsible 

for inadequate teaching (Weisburg et al, 2009). Another way that principals treat teachers 

with respect is by promoting a collaborative work environment Lambert (1989) 

emphasized teachers worked in isolation which limited capacity for authentic 

relationships to develop in the workplace.
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Taking Responsibility for What Happens

According to Peterson (2002), a strong correlation existed between the 

willingness of aspiring principals to respond to leadership challenges, and the perceptions 

o f their ability to encounter successful leadership experiences. According to The Wallace 

Foundation (2012), the chief responsibility for effective principals is increasing student 

achievement In order for improvement in student achievement to occur, die school leader 

must be responsible for what happens at die local school. Though the relationship 

between the school leader and teachers is individual in nature teachers understand that 

principals set the tone for the school's climate Richards (2003). Effective school climates 

are fostered when teachers trust principals to lead and take responsibility for student 

learning. Effective principals ensure that student achievement improves by sharing 

school-wide data with others, observing teaching on a frequent basis, offering 

opportunities for professional development and protecting teachers from outside 

distractions so that they are able to focus on student achievement improvements (The 

Wallace Foundation, 2012). The subsequent subsection of this study will explain how 

effective principals make data driven decisions.

Along with colleagues Weisberg (2009), contend that highly effective principals 

surpass their peers at giving teachers purposeful feedback during the year; they did not 

wait until o f the end of the year formal evaluation process. Furthermore, they ensured that 

all they knew how every staff was performing and offered feedback that provided staff 

with clear expectation and direction on how to improve. Weisburg and colleagues (2009) 

stated that effective principals improve educator’s capacity to make school- wide 

decisions while maintaining a positive school culture. Principals also take responsibility
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for what happens by leading data driven teams focused on student achievement 

(Weisberg, 2009). In addition Weisberg (2009) found that effective principals 

encouraged teachers to work collaboratively with the administration regarding curriculum 

development alignment, instructional practices, and assessments. Along with the 

aforementioned measures, effective principals encouraged teachers to participate in 

solving school-wide problems and participate in peer observations (Weisberg, 2009). 

Furthermore, the leaders sought ways to support collaboration by replacing 

administrative meetings with collaborative meetings designed to encourage data based 

discussions designed to increase student achievement 

Ability to Make Decisions When Appropriate

Decision making is an essential requirement for all effective principals. The 

majority o f the decisions principals should make is centered on student achievement; thus 

the majority of the decisions principals make are data driven decisions (Mid-continent 

Research for Education and learning [McREL], 2009). Effective principals understand 

that the school wide data will not ignite change; they understand that several 

characteristics must be in place to ensure that the data is useful, meaningful, and 

accessible to staff members (Brookhart, Moss, & Long, 2008). Brookhart and colleagues

(2008) discussed four steps for using data to make efficient decisions: collecting and 

organizing data, analyzing data, interpreting data, and taking action. This four-step 

process can be used at any decision level: district, school, grade or subject, and 

classroom. Principals also should manage their work in a way that will get the job done.

The Vanderbilt Assessment of Leadership in Education (VAL-ED) tool to 

assessed die characteristics effective principal contend there are six vital ideas that the
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successful principal adopt when carrying out when carrying out leadership duties and 

responsibilities which include: (a) planning, (b) implementation, (c) providing support, 

being a school advocate, and (e) communicating and monitoring school wide decisions 

(LeithwoodTLouis, Anderson, & Wahlstrom, 2004). In an effort to plan, implement, 

support, and monitor school decisions, school leaders should plan precise targets 

designed to improve learning, acquire support to meet targeted goals, supporting students 

and faculty in meeting the desired goals, challenging low expectations and low funding 

for students with exceptional needs, ensuring that families are informed o f educational 

goals, and focusing on assessment results (Porter et al., 2008). While most data 

improvement plans include a variety of steps effective principals focus on one step at a 

time (McREL, 2006).

Summary

The review of the literature highlighted throughout this chapter explains 

organizational commitment theory, employee absenteeism, teacher absenteeism, teacher 

absences in the United States, factors positively influencing teacher absences, absence 

culture, school climate and teacher absences, principal leadership, and teacher job 

satisfaction. Evidenced by the literature regarding the teacher absenteeism is a growing 

problem across the United States (Barge, 2004). According to Podgursky (2003), the rate 

o f teacher absenteeism is twice as high as that of employees in the business sector. This 

national crisis causes students to spend countless hours with substitute teachers who may 

not be qualified to teach the appropriate subject matter and in some cases are mere baby 

sitters (Owen, 2010). An array o f factors contributes to teacher absences (Carter, 2010; 

Colquitt, 2009; Duflo & Hanna; Owen, 2010). Such factors include job satisfaction
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(Carter 2010), geographic locations (Duflo & Hanna, 2005), gender (Colquitt, 2009), 

absence behaviors within a school’s culture (Johns & Nicholson, 1982), and grade levels 

(Ticknor, 2012), as indicators that influence teacher absenteeism rates. Researchers 

contend that job satisfaction and teacher burnout can attribute to higher rates absenteeism 

and attrition (Owen, 2010; Miller 2012). Because the literature on teacher absences is 

relatively new there is a need to understand how die factors that influence a teachers 

decision to miss school which in turn may address the problem of teacher attendance 

related to job satisfaction.

The literature review also addressed the need to understand the characteristics of 

teacher absenteeism, especially in relation to teacher thoughts o f leadership behaviors in 

various school settings. Various researchers have identified a teachers’ perception 

regarding principal’s leadership style and the impact a teacher’s perception o f leadership 

behaviors may have on teacher attendance rates (Barge, 2004; Carter, 2010; Owen, 2010; 

Miller 2012). Bottoms and Schmidt- Davis (2010) explain that school leaders who create 

a practice of fostering collaborative environments tend to have higher teacher attendance 

rates than their counterparts who employ a top down leadership model. Various 

researchers contend that school climate influences teacher absenteeism rates (Barge,

2004; Bottoms & Schmidt- Davis, 2009; Carter, 2010; Owen, 2010; M iller 2012). Thus, 

in many cases the principal o f the school acts as a filter for the local.

Effective school research identifies the principal’s ability to set the vision, create 

a safe and orderly environment, consistently monitor the curriculum and the progress of 

students, plan professional learning and offer immediate feedback to teachers, and 

engage the community (Edmonds, 1979; Marzano et al, 2005; Stronge et al., 2008).
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These previously mentioned leadership expectations serve as a key indicator for a 

teacher’s decision to miss or attend school each day (Barge, 2004; Carter, 2010; Owen, 

2010; Miller 2012). Chapter 3 provides a brief review of the background, the research 

problem, and the purpose of the study.



CHAPTER 3 

METHODOLOGY 

This chapter describes the research methods used in testing die organizational 

commitment hypotheses presented in Chapter 2. This chapter also restates the problem o f 

the study and explains the development o f the instruments, an evaluation o f reliability 

and validity of die instruments, and the data collection and data analysis methods. 

Included in the design of die chapter is the description of the schools involved in the 

study, the overview of die instrument employed as well as the data collection methods. 

Also described in this chapter are the methods employed to gather data to answer die 

sixteen research questions included in the study. The chapter has the following sections: 

introduction, research questions and null hypothesis, population and sample, participants, 

instrument design and development, data collection and analysis strategy, and a summary 

of the chapter.

Introduction

The primary focus of this ex post facto study was to identify the relationship 

between teacher perception of leadership behaviors and school teacher attendance. The 

secondary focus of this study was to analyze the relationship between student 

achievement and teacher attendance. Clotfelter and colleagues (2009) found that 

elementary students had lower achievement test scores when their instructors missed ten 

or more days o f school. This study and others similar has led the researcher to examine 

this phenomenon further.

65
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Research Questions and Null Hypotheses 

This study was guided by the following research questions related organizational 

commitment theoretical framework:

1. Is socioeconomic status a predictor of teacher attendance?

HqI . Socioeconomic status is not a predictor o f teacher attendance.

2. Is teacher perception of leadership behaviors regarding the principal’s ability 

to make decisions when appropriate a predictor of teacher attendance?

Ho2. Teacher perception of leadership behaviors regarding the principal’s 

ability to make decisions when appropriate is not predictor o f teacher 

attendance.

3. Is teacher perception of leadership behaviors regarding the principal’s ability 

to communicate appropriately with staff members a predictor o f teacher 

attendance?

Ho3. Teacher perception of leadership behaviors regarding the principal’s 

ability to communicate appropriately with staff members is not predictor of 

teacher attendance.

4. Is teacher perception of leadership behaviors regarding the principal’s ability 

to clearly define administrative procedures a predictor of teacher attendance? 

Ho4. Teacher perceptions o f leadership behaviors regarding the principal’s 

ability to clearly define administrative procedures is not a predictor o f teacher 

attendance.

5. Is teacher perception o f leadership behaviors regarding the principal’s ability 

to successfully involve teachers in planning for collaboration, improvement,
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and providing input making school wide decisions a predictor o f teacher 

attendance?

HoS.Teacher perceptions o f leadership behaviors regarding the principal’s 

ability to successfully involve teachers in planning for collaboration, 

improvement, and providing input making school wide decisions is not a 

predictor o f teacher attendance.

6. Is teacher perception of leadership behaviors regarding the principal’s ability 

to take responsibility for what happens in school a predictor o f teacher 

attendance?

Ho6. Teacher perceptions of leadership behaviors regarding the principal’s 

ability to take responsibility for what happens in school is not a predictor of 

teacher attendance.

7. Is teacher perception of leadership behaviors regarding the principals’ ability 

to provide commendation of good work by the administration a predictor of 

teacher attendance?

Ho7. Teacher perceptions of leadership behaviors regarding the principals’ 

ability to provide commendation o f good work by the administration is not a 

predictors of teacher attendance.

8. Is teacher perception o f leadership behaviors regarding staff members’ ability 

to provide input in decisions that affect them and the school a predictor of 

teacher attendance?
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Ho8. Teacher perceptions o f leadership behaviors regarding staff members’ 

ability to provide input in decisions that affect them and the school is not a 

predictor of teacher attendance.

9. Is teacher perception of leadership behaviors o f providing effective 

communication and receiving input in a timely manner a predictor of teacher 

attendance?

Ho9. Teacher perceptions of leadership behaviors effective communication 

and receiving input in a timely manner is not predictor of teacher attendance.

10. Is teacher perception of leadership behaviors regarding the teacher’s ability to 

freely express differing opinions a  predictor o f teacher attendance?

HolO. Teacher perceptions o f leadership behaviors regarding the teacher’s 

ability to freely express differing opinions is not a predictor o f teacher 

attendance.

11. Is teacher perception of leadership behaviors regarding the principal’s ability 

to give purpose and meaning to what the school is about a predictor o f teacher 

attendance?

Hoi 1. Teacher perceptions of leadership behaviors regarding the principal’s 

ability to give purpose and meaning to what the school is about are is a 

predictor o f teacher attendance.

12. Is teacher perception of leadership behaviors regarding administration treating 

staff members with respect and professionalism a predictor of teacher 

attendance?
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Hol2. Teacher perceptions of leadership behaviors regarding administration 

treating staff members with respect and professionalism is not predictor o f 

teacher attendance.

13. When controlling for school socioeconomic status, which of the 11 preceding 

independent variables are the strongest predictors o f teacher attendance?

14. Is teacher perception o f leader behaviors a predictor of teacher attendance?

Hq14. Teacher perception o f leader behaviors is not a predictor o f teacher

attendance.

15. Is teacher attendance rate a predictor o f student achievement?

Hol5. Teacher attendance rate is not a predictor o f student achievement

16. When controlling for school socioeconomic status, which o f 15 preceding 

independent variables are die strongest predictors o f student achievement?

Research Design

The purpose of this study was to analyze the relationship between teacher 

attendance and teacher perception of leadership behaviors and percentages o f students 

receiving free and reduced lunches. The researcher modeled how teacher attendance was 

related to teacher perception of leadership behaviors in low and high socioeconomic 

school settings. The dependent variable for the primary focus o f the study was the 

average teacher attendance rate in each school in the target site. Teacher attendance was 

calculated by using each individual school sites’ average mean of teacher absences during 

the 2011 -  2012 academic school term. Percentage o f students receiving free and reduced 

lunch was used as the control variable in the study. Existing literature indicates that 

percentage of students receiving free and reduced lunch status is related to teacher
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absences. According to teacher attendance studies conducted by Miller (2012) and 

Clotfelter and colleagues (2009), percentage o f students receiving free and reduced lunch 

is related to teacher attendance. The researchers found that teachers who worked in 

school settings with students who received die highest percentages o f free and reduced 

lunch missed more days of school when compared to colleagues in more affluent school 

settings.

The secondary goal was to explore the relationship between student achievement, 

determined by using the third grade reading and mathematics state standardized 

assessment, to teacher attendance. In the secondary for o f the study the researcher 

modeled how student achievement related to teacher attendance. The dependent variable 

in the secondary goal of the study was student achievement The researcher selected third 

grade as the measure for student achievement based on a recent study conducted by the 

Reardon (2011). The study revealed that students who were not able to read by third 

grade were four times less likely to graduate from high school before 19 years o f age in 

comparison to peers in the same age group. Student achievement scores was assessed 

through each school’s average third grade reading and mathematics scaled score results 

determined by state standardized assessments.

The extraneous variable used to predict achievement was school level poverty. 

Reardon (2011) conducted a forty year analysis finding that die achievement gap had 

increased by 30 to 40 percent among children bom in 2001 in comparison to students 

bom twenty-five years prior. The researcher also found that the income achievement gap 

had consistently grown over the course of the last fifty years. The independent variable or 

predictor variable in the primary focus of the study was teacher perceptions o f leadership
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behaviors at each school site. Teacher attendance was die dependent variable. The 

researcher employed teacher attendance as both the dependent variable in the primary 

focus of the study and the independent variable in the secondary focus o f die study. 

Percentages of students receiving free and reduced lunches was reported as a continuous 

variable using the average mean of students receiving free and reduced lunch in each 

school site and will served as a control variable in the study. The unit o f analysis was the 

individual school site.

According to Warner (2008), quantitative statistics are used to gather data from a 

population or sample, analyze the raw data, and describe assumptions regarding common 

variations between groups. A quantitative approach was an appropriate methodology 

since the researcher used a descriptive statistical analysis to exemplify conclusions 

concerning die relationship between teacher perception o f leadership behaviors and 

teacher attendance. The researcher employed sixteen questions to guide the focus o f the 

study. Coefficient correlation analyses were used to answer the research questions 

regarding the relationship between teacher attendance and teacher perceptions o f leader 

behaviors in the study.

A multiple linear regression analysis is used to predict the strength o f relationship 

between two or more independent variables to two or more dependent or variables 

respectively (Warner, 2008). The analysis was regarded as a multiple linear regression 

given that the researcher investigated the relationship of the previously mentioned 

dependent variables (teacher attendance and student achievement) to the independent 

variables (teacher perception o f leadership behaviors and teacher attendance).

Significance of the analysis of data was determined at the .05 level. The data was
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compiled and reported for each variable: teacher attendance, teacher perception of 

leadership behaviors, student achievement, and percentage of students receiving free and 

reduced lunch control variable.

Population

This study was conducted in a large, urban school system located in die 

southeastern province of the United States. The researcher guaranteed anonymity to the 

study site and state; thus the citations were noted in die following manner. The study site 

was identified as the Target District The site’s department of education was identified as 

the Target State Department of Education [DOE].

The targeted school district consists o f several types o f schools ranging from 

Tide I, non-Titie I, charter, and alternative settings. The target site was selected because it 

represents a broad range o f schools in size, socio-economic status, achievement, and 

district type, such as rural, urban, and suburban. The target school district serves over 100 

schools. In 2013, over 40 o f the schools received Tide I funding. Of the schools receiving 

Tide I funding, over 20 were elementary schools, 5 middle schools, and 3 high schools. 

Approximately 100,000 students are enrolled in the target study site. The student 

demographics in die target Site were comprised of nearly 30% White, 25 % Black, 30 % 

Hispanic, 10 % Asian, and 5 % other (Target District Website, 2013).

According to the sites’ human resource department, over 9,000 full and part time 

certified teachers are employed in the target study site. The selected study defined a 

teacher as any certified educator holding a state approved certificate which is 

characterized as certified teachers, counselors, media specialist, special education 

teachers, and speech pathologist Staff demographics in the selected study site was



73

comprised of nearly 75 % White, 18% Black, 5% Hispanic, 1% Asian, and 1% other 

(Target District Website, 2013).

Sample and Participants 

In 2010-2011, there were approximately 3.7 million elementary and secondary 

public school teachers in the United States (Snyder & Dillow, 2012). In 2011- 2012, there 

were 110,429 elementary and secondary teachers public school teachers in the target 

state’s site (Snyder & Dillow, 2012). Certified teachers at the elementary school level 

were selected to ensure that the data in the study can be generalizable to an entire 

teaching population within a school system. The unit of analysis for the selected study 

was each individual elementary school within the target school district The school level 

attendance data was calculated for all elementary full and part time certified teachers in 

each o f the elementary schools in the district

According to the 2012 district personnel report, the target site reported that the 

district employed over 5,000 full and part time certified elementary teachers during the 

2011 -  2012 school term. In addition to each school site’s teacher attendance rates, the 

researcher also selected the each school site’s third grade reading and math achievement 

score averages as dependent variables in the study. Hie researcher used Statistical 

Package for the Social Sciences (SPSS) to analyze in order to answer the sixteen research 

questions regarding teacher attendance, teacher perception of leadership behaviors, 

student achievement, and school percentages o f students receiving free and reduced 

lunches.
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Instrumentation o f District’s Staff Perception Survey 

The annual districts’ staff perception survey was developed in 1999 in an attempt 

to assess school climate awareness themes. The staff perception survey is one component 

o f the districts’ internal school evaluation system. The intent o f the survey was to 

evaluate all aspects o f a school’s climate, including views of leadership behaviors. D ie 

survey asked previously mentioned stakeholders vital questions regarding school safety, 

school climate, student learning, school improvement, and leader effectiveness.

Die school district’s teacher perception survey is a subscale o f the district wide 

perception survey comprised of 47 items, with subscales measured by 1 to 13 items. The 

Instruction subscale represents the degree to which the staff understands the instructional 

program and how well the program was developed and implemented (items 4 ,5 ,6 , 7, 8, 

10, and 11). The Safety subscale represents the extent that the stakeholders feel safe in 

die local school site (item 21). The Discipline subscale represents the degree to which a 

clearly defined discipline plan existed (items 31,33,34,35,36,37,38,42,43). The Staff 

Leadership subscale represents die extent to which administration lead and executed die 

vision and mission to ensure a safe and secure learning environment (items 12,13,14,

15,23,27,28,30,45,46,47). The Communication subscale represented die degree to 

which the vision and mission was communicated to all stakeholders (items 12 ,14,30,32, 

33,36) (Personal interview with the Executive Director o f Research and Development, 

March 27,2013). This study used the staff perception o f leadership survey to explore 

teachers’ perceptions of leadership behaviors as determined by one large urban school 

district's measurement
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Eleven questions pertaining to the district’s teacher perception survey were 

selected to achieve this goal. The eleven questions used a Likert scale to assess 

elementary teacher’s perception o f the leader’s ability to: (a) clearly define 

administrative procedures, (b) foster collaboration, plan for improvement, (c) provide 

input in decision making, (d) commendation good work of others, (e) effectively 

communicate, (f) provide feedback in a timely manner, (g) allow staff to freely address 

differing opinions, (h) give meaning and purpose to what school is about, (i) treat staff 

with professionalism and respect, (j) take responsibility for what happens at school, (k) 

ability to make decisions when appropriate. The Likert scale included responses ranging 

from strongly agree to don’t  know. Each response on the scale contained a quantitative 

value such as strongly agree, agree, disagree, strongly disagree, and don’t  know with 

strongly agree ranking at four points to don’t know ranking at zero points (Personal 

interview with the Executive Director o f Research and Development, March 27,2013). 

The time span from 2011 -  2012 was measured in school years, which began in August 

and ended in May using the state’s Department of Education criteria o f assessment

Validity and Reliability 

This district’s staff perception instrument maintained content validity based on 

collaborative efforts established between school district research office leaders and 

district level executives. The content validity o f the school district's staff perception 

instrument was based largely on recommendations by the executive level cabinet 

members. The executive team consists o f the CEO/Superintendent, Chief Academic 

Officer, Associate and Assistant Superintendents, and local school principals. The 

aforementioned group of leaders has developed and enhanced the districts staff
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perception survey over the last sixteen years. The staff perception survey results are 

weighted and vary to reflect the school climate at each school in the target site.

The district’s staff perception survey contained internal reliability. The internal 

consistency reliability of each school’s perception survey results was individually 

calculated for each o f the schools in the selected study site. The reliability mean average 

for elementary schools was a=.71. (Personal interview with the Executive Director o f 

Research and Development, March 27,2013).

State Criterion Assessment

The reading and mathematics scores were also used in the study. All students in 

grades three through eight take the state’s criterion assessment each year in April. The 

state’s criterion assessment is intended to assess whether or not students have mastered 

the state’s Performance Standards (Target State DOE, 2009). This multiple choice timed 

assessments measures students skills in reading, English/language arts, math, science and 

social studies based on the state adopted curriculum for students in third through eighth 

grades.

The assessment is administered in die spring o f each year. The student 

achievement results from the assessment are used to determine if schools have met the 

state Elementary Secondary Education Act (ESEA) Flexibility requirements. Students 

with special needs and limited language learners are able to take an alternate assessment 

to determine mastery in grades three through eight The intention of the state’s criterion 

assessment is to assess how thoroughly students have mastered the knowledge and skills 

of the statewide performance standards (Target State DOE, 2013).
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Validity and Reliability of Criterion Assessment 

The state’s criterion assessment was utilized based on current obtainable validity 

and reliability figures. The state department of education provides a blueprint that was 

meant to ensure the validity of the test The blueprint includes a test specifications ■> 

manuscript created by a cross section of educators in the selected state (Validity and 

Reliability for the Target State DOE, 2013). The educators have been selected to review 

the state curriculum and determine which series of knowledge, concepts, and skills was 

tested each year (Validity and Reliability for the Target State DOE, 2013).

The state’s criterion assessment blueprint and the state curriculum are combined 

to develop content domain specifications to guide the selected educators in writing the 

items for the assessment alignment with die previously mentioned documents (Validity 

and Reliability for the Target State DOE, 2013). The two documents, the state’s criterion 

assessment Blue Print and state’s criterion assessment Content Weights, are then 

developed and posted on the state Department o f Education website to be reviewed by all 

stakeholders (Validity and Reliability for the Target State DOE, 2013). Each item o f the 

assessment is field tested on die state’s criterion assessment assessments prior to being 

used on an operational test form. Individual state’s criterion assessment forms are 

compared to ensure that individual assessments are o f equal difficulty (Validity and 

Reliability the Target State DOE, 2013). New standards are established when a new 

assessment is developed in an effort to determine student achievement cut scores which 

students must achieve in order to meet or exceed academic expectations (Validity and 

Reliability for the 2011 state’s criterion assessment, 2013).



Scores are reported as scale scores which and are derived from raw scores 

(Validity and Reliability for the Target State DOE, 2013). Scale scores are identical for 

each curriculum topic and grade level assessed by the state’s criterion assessment The 

state’s criterion assessment scaled scores are used to determine if  students meet, exceeds, 

or do not meet the state standards. Students meeting standards must scores must range 

between 800 -  849. Students pot meeting the standards scores must range between 740 — 

799. Finally, a student receiving a scaled score ranging from 850 -  950 earns an 

exemplary ranking (Target State DOE, 2013).

Independent alignment analysis and comparisons of the state’s criterion 

assessment to national standardized assessments have been used by the state Department 

o f Education to ensure that die assessment measures the statewide curriculum and is valid 

and reliable (Validity and Reliability for the Target State DOE, 2013). The reliability 

coefficients are consistent with previous administrations and indicated that the test was 

reliable for its intended purpose (Validity and Reliability for the Target State DOE,

2013). Hambleton and Swaminathan's (1985) item analysis procedure was utilized to 

calculate the Conditional Standard o f Measurement (CSEM) for die 2011 state’s criterion 

assessment (Validity and Reliability for the Target State DOE, 2013). Cronbach’s alpha, 

a reliability coefficient, and Standard Error o f Measurement (SEM), an index of the 

random variability in an individual's test scores, are reported for die state’s criterion 

assessment as measures o f reliability. Because the SEMs were a representation o f raw 

score units, the (CSEM) was reported to represent the degree o f measurement error in 

scale score units (Validity and Reliability for the Target State DOE, 2013).
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Cronbach’s alpha for the third grade reading was .90 and the SEM was 2.39. The 

Cronbach’s alpha for third grade math was .93 and the SEM was 3.00 (Validity and 

Reliability for the Target State DOE, 2013). The described SEMs were consistent with 

earlier administrations; additionally the SEM specifies that the scale scores for the state’s 

criterion assessment are well estimated (Validity and Reliability for the 2012 Target State 

DOE, 2013).

Data Collection

In order to accomplish this goal, archival data was collected and analyzed from 

2011 - 2012 school year in an effort to describe teacher attendance rates in the target site. 

The study was conducted within the southeastern region of the United States. The 

average percentage o f teacher attendance for each school was collected from the human 

resource department in the selected study site. For this study the researcher included full 

year certified elementary teachers. Full year certified teachers were identified as the 

teachers in the target site that were hired on or before August 1,2011 as determined by 

the human resource division. The human resource division collects district and school 

level certified and classified attendance rates by percentages each year in July.

The researcher also collected teacher perception of leadership behavior data, 

percentages of elementary student percentages o f free and reduced lunch rates, and 

student achievement data at die target site. Teacher attendance, teacher perception of 

leader behavior, student achievement and percentages o f students receiving free and 

reduced lunches were collected in all 77 elementary school located in the target site. The 

researcher contacted the assessment office to obtain the student achievement, teacher 

perception of leadership behavior survey results, and school socioeconomic status data
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Student achievement data was provided to the selected district each year in August The 

teacher perception data was provided to the schools in October o f each calendar year and 

school socioeconomic data is provided in August o f each school year.

Data Analysis

Data analysis included the following statistical procedures for each research 

question. A correlation coefficient analysis was employed to all research questions with 

the exception of questions thirteen and sixteen. Questions thirteen and sixteen used a 

stepwise multiple linear stepwise regression analysis. Question sixteen employed a 

stepwise multiple linear stepwise regression analysis to determine which of the 13 

preceding independent variables were the strongest predictors of student achievement 

after controlling for school socioeconomic status. A multiple linear regression analysis 

was utilized to determine the level o f predictive strength of teacher attendance on student 

achievement using the district wide mean average o f the third grade reading and 

mathematics student achievement scores.

The analysis o f attendance o f participating teachers will include disaggregating 

the attendance o f all certified elementary teachers measured by the selected school site. 

Student achievement data was measured using third grade reading and mathematics state 

student assessment scores in all o f the elementary schools located in the target site. 

Teacher perception data was analyzed using the eleven questions identified through die 

leadership theme of the districts’ teacher perception survey in the target site. The control 

variable, elementary student percentages o f free and reduced lunch was analyzed 

calculating the percentage of students receiving free and reduced lunch in each o f the 

schools in the target site. The percentage o f students receiving free and reduced lunch
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was reported as a continuous variable using the average mean o f students receiving free 

and reduced lunch in each school site.

Summary

Chapter 3 provided details regarding the methodology employed in the study. 

More specifically, chapter three provided die details concerning the research procedures, 

population, instrumentation, and data collection utilized to conduct the study. The 

problem investigated was to determine the relationship between teacher attendance and 

teacher perception o f leadership behaviors and school socioeconomic status. The 

researcher employed a multiple linear regression analysis to determine the relationship 

between teacher attendance and teacher perception to leadership behaviors. Eleven 

research questions were also employed to analyze the relationship between the previously 

mentioned variables. The research questions also explored the relationship between 

student achievement and teacher attendance. Finally, a stepwise multiple linear regression 

analysis was used to determine which o f the eleven variables is the strongest predictor o f 

teacher attendance.

Correlation coefficients were utilized to determine the relationship between 

student achievement measured by the third grade reading and math student achievement 

scores in the target site. Two research questions were used to analyze student 

achievement Finally, a multiple linear regression analysis was utilized to determine 

which of the two variables the strongest predictor of teacher attendance. The study was 

limited to elementary teachers in a large suburban school district in die southeastern 

region of die United States. Archival data for the study was collected from the school
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site’s human resource and assessment office for the 2011 -  2012 school year. The results 

and discussion regarding the findings is presented in Chapters 4 and 5.



CHAPTER 4 

RESULTS OF DATA ANALYSIS 

The purpose o f this chapter was to present an analysis o f the data gathered to 

examine the relationship between teacher attendance and teacher perception of leadership 

behaviors. The study also described the relationship between student achievement and 

teacher attendance using school socioeconomic status as a control variable. Previous 

researchers have explored relationships among teacher attendance (Clotfelter et al., 2009; 

Miller et al., 2008; Miller, 2012; Owen, 2010) and various leadership styles (Cooper & 

Alvarado, 2008; Darling-Hammond, 2003; htgersoll & Smith, 2003); however, there is 

little evidence to be found on the association between teacher perceptions o f leadership 

behaviors and teacher attendance in high poverty school settings. In this ex post facto 

study of teacher attendance, the researcher aimed to determine if  a significant relationship 

existed between teacher attendance, teacher perceptions of leadership behaviors, and 

student achievement using each individual elementary school within the district as the 

unit of analysis.

The primary focus of the study investigated the relationship between teacher 

attendance and teacher perception o f leadership behaviors. The secondary focus o f the 

study determined the relationship between student achievement and teacher attendance, 

the researcher also sought to determine if  a significant relationship exists among teacher 

attendance, teacher perception o f leadership behaviors, and student achievement. Prior to 

describing their relationships, the researcher entered the percentage o f students receiving

83
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free and reduced lunch in order to control for the possible correlation o f study variables 

with school level poverty.

Chapter 4 includes a series o f regression analyses which described the 

predictability of teacher attendance and student achievement from teacher perceptions of 

leader behaviors and school socioeconomic status respectively. The population included 

all of the elementary schools within die selected study site. The school sample was 

selected from the 2011-2012 school term to determine if teacher attendance and teacher 

perceptions of principals’ leadership behaviors were predictors o f teacher attendance and 

student achievement in a large school district

The researcher elected to only to study third grade students who took the reading 

and math assessment in an effort to ascertain if  there is either a positive or negative 

correlation between teacher attendance and student achievement Recent studies reveled 

that third grade is a pivotal time in a child’s academic career (Hernandez, 2011). As 

previously mentioned in the literature review section of the study, Hernandez (2011), 

reports that approximately 16 percent of students who are not proficient readers at the end 

o f third grade are four times less liable to graduate from high school on time with peers 

who are skilled readers by the end of third grade (Hernandez, 2011).

The initial analysis examined thirteen independent variables to determine if  they 

were predictors of teacher attendance. Independent variables central to the primary focus 

o f the study were each individual school’s average o f certified teacher absence rate, the 

average of third grade reading and math student achievement scale scores, and the 

average of each individual school site of teachers’ perception o f die leader’s behaviors. 

The dependent variable in the primary focus o f die study is teacher attendance and the
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independent or predictor variable were the teacher perceptions of leadership behaviors. 

The dependent variable in the secondary focus o f the study was student achievement and 

the independent variables or predictor variable was teacher attendance. The researcher 

used school socioeconomic status as a control variable in both the primary and secondary 

focus of the study.

"  Data Retrieval

The researcher received an Excel spreadsheet with the averages o f each school’s 

teacher attendance data, teacher perceptions o f leader behavior, and reading and math of 

each school’s third grade achievement scores for the 2011- 2012 school year from the 

target district’s human resources and assessment division. The data included the entire 

population of full time and part time certified elementary teachers together with the entire 

population of third grade students who took third grade reading and math .criterion 

assessment The unit of analysis for the study was each individual elementary school 

within the selected district

All individual identifying information was removed by the district prior to 

releasing the data to the researcher. Each individual school site was assigned a consistent 

but arbitrary identification number for the teacher attendance data, teacher perception of 

leader behavior, school socioeconomic status rating, and student achievement data 

identified in the study. The data were screened within Excel for missing data, for 

attendance rates outside the possible range of the maximum days allotted, teacher 

perception of leader behaviors outside o f the highest ranking scores allotted, school 

socio-economic status measured by percent o f children eligible for free and reduced 

lunch per school outside of the normal percentages, and achievement score ranges outside
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of the maximum scores allotted within the criterion score ranges. There were no missing 

data represented within the sample.

Descriptive Data

The study variables were examined for possible outliers before computing basic 

descriptive statistics. Ratings from school number seven produced low outliers for the 

following five questions in the teacher perception o f leader behavior survey: (a) The 

administration treats me with respect and professionalism; (b) Staff members at this 

school are allowed to provide input into decisions that affect this school; (c) The 

principal takes responsibility for what happens at this school; (d) The principal gives 

meaning and purpose to what school is about; (e) The principal gives meaning and 

purpose to this school. The school producing these outliers was dropped from the sample 

due to the low ratings received in the teacher perception o f leader behavior survey. This 

resulted in a reduction of the sample size from 77 to 76. The questions included in the 

descriptive statistics were selected from the teacher perception o f leader behavior theme 

of the teacher perception survey in the selected study site.

Table 1 displays basic descriptive statistics of the 76 included schools for the 

study variables used. The unit o f analysis is the individual school. The contents of Table 

1 are not about characteristics o f individual teachers nor of individual students. The 

statistics describe characteristics o f schools.
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Table 1

Description of Study Variables

Variable
Name Variable Label

Number
of

Schools
Minimum Maximum Mean Standard

Deviation

Scale Score Third Grade Mean 76 82 88 85 11.
Reading Scale Score 

Reading
Scale Score Third Grade Mean 76 82 89 856 16.

Math Scale Score Math
Percent free Percent free and 76 6 96 55 26.
and reduced reduced lunch

lunch
Sick Days Number o f Sick 

Days Taken
76 24 10 51 16

Personal Number of 76 25 22 99 30
Days Personal Days 

Taken
In-service Number of In- 76 .07 416 14 84

Days Service Days 
Taken

Other Days Number of Other 
Days Taken

76 .00 15 17 19

Count Used Total Count of 76 42 15 76 22
Days Used Days
Count Total Count of 76 80 24 13 35

Possible Possible Days
Days

Attendance Aggregate 76 .92 .96 .94 .01
Rate Attendance Rate

Question 12 The 
administration 
communicates 

effectively with 
staff members.

76 2.27 3.9 3.2 .36

Question 13 Teachers feel free 
to express 

opinions even if 
they are different 

from the 
administration.

76 2.06 3.9 3.05 .43
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Table 1 (continued)

Variable . .  . , .  T uo  * \jr  • w  • Standard, T Variable Label o f Minimum Maximum Mean ~Name 0 , DeviationSchools

Question 14 Administrative 76 2.39 3.9 3.23 0.3
procedures in this 
school are clearly 

defined and 
communicated.

Question 15 Good work o f 76 2.71 3.9 3.29 0.2
individual staff 

members is 
commended by 

the administration.
Question 23 The 76 2.81 3.93 3.47 0.2

administration 
treats me with 

respect and 
professionalism.

Question 27 Staff members at 76 2.45 3.91 3.2 0.3
this school have 
an opportunity to 
provide input into 

decisions that 
affect them or die 

school.
Question 28 Planning for 76 2.68 3.9 3.32 0.2

improvement is a 
collaborative 

process involving 
appropriate school 

staff.
Question 30 Staff members 76 2.54 3.92 3.26 0.3

receive responses 
to their input in a 

timely and 
appropriate 

manner.
Question 45 The principal 76 2.81 3.94 3.52 0.3

takes 
responsibility for 
what takes place 

at the school.
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Table 1 (continued)

Variable
Name Variable Label

Number
of

Schools
Minimum Maximum Mean Standard

Deviation

Question 46 The principal 
gives purpose, 
meaning, and 

direction to what 
the school is 

about

76 2.78 3.94 3.49 0.28

Question 47 The principal 
makes decisions 

when appropriate.

76 2.84 3.94 3.52 0.25

Checking for Normality 

Tests were completed to check for non-normal distributions, and the results are 

shown in Table 2. Most variables were not normally distributed according to one or both 

normality tests. By the nominal significance levels, die reading and math scores, 

aggregate attendance rate and questions 12,14,27 and 30 from the principal perception 

survey were not significantly different from normal distributions.



90

Table 2

Results of Normality Tests Used in the Study

Variable Name Kolmogorov-
Smimov

Df Significance Shapiro-
Wilk

df Significance

Scale Score Reading .06 76 .20 .99 76 .91
Scale Score Math .09 76 .20 .97 76 .07
Percent free and .09 76 .20 .95 76 .00
reduced lunch
Count Staff .07 76 .20 .95 76 .00
Sick Days .13 76 .00 .93 76 .00

Personal Days .08 76 .20 .96 76 .02
In-service Days .13 76 .00 .90 76 .00

Other Days .22 76 .00 .57 76 .00
Count Used Days .10 76 .04 .93 76 .00

Count Possible Days .06 76 .20 .95 76 .01
Aggregate Attendance .07 76 .20 .98 76 .38

Rate
Question 12 .08 76 .20 .97 76 .12
Question 13 .09 76 .20 .97 76 .04
Question 14 .08 76 .20 .97 76 .07
Question 15 .09 76 .20 .97 76 .05
Question 23 .10 76 .04 .94 76 .00
Question 27 .08 76 .20 .97 76 .06
Question 28 .08 76 .20 .96 76 .03
Question 30 .08 76 .20 .98 76 .28
Question 45 .09 76 .20 .94 76 .00
Question 46 .09 76 .20 .94 76 .00
Question 47 .09 76 .20 .95 76 .01

Dimensionality Reduction 

There were 76 schools involved in this study. As shown in Tables 1 and 2 there 

were 21 variables, and 20 o f those could be considered predictors. When the number of 

predictors becomes “large” in proportion to the sample size, there is considerable danger 

that while a dependent variable can be accurately predicted for a sample, die result is only 

a statistical artifact and cannot be generalized to any other sample or the population.
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Tabachnick and Fidell (2001, page 117) recommend (as a useful rule o f thumb) that 

minimum sample size for multiple regression should be at least SO plus eight times the 

number of predictors. Here that would suggest a sample size o f roughly 210. However 

for practical reasons, the study involved 76 schools.

In accordance with Tabachnick and Fidell (2001), one practical solution to this 

sample size issue is to reduce the effective number o f predictors used, while keeping 

most of the information carried by the original study variables. The researchers suggest 

that this can be accomplished by finding groups o f variables which correlate highly with 

each other (Tabachnick & Fidell, 2001). If several variables are highly correlated with 

each other, then their average can represent the information contained in diem. In this 

study, principal components analysis and internal consistency reliability were used to find 

and define such internally homogeneous sets o f variables. Individual variables were 

combined together to form a summary scale when principal components analysis showed 

they measured one latent dimension in common, and when their internal consistency 

reliability was .70 or more (Nunnally, 1978).

Correlation o f Study Variables 

From considerable other literature it seemed likely that school averages on the 

state reading test and math test would be positively correlated with each other. The 

reading and math scale school averages were highly correlated with each other (.92, p< 

.01). This resulted in a Cronbach’s alpha internal consistency reliability o f .93 for the 

school mean of the two scales combined together. The school mean o f the reading and 

math scales was used in further analyses in the study. The percentage o f students eligible
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for free and reduced lunch and die number of teachers at each school had no parallel 

variables with which they might be combined.

Attendance Rate

The internal consistency reliability o f the overall attendance index was an open 

question. The aggregate attendance rate was found by computing the number o f days o f 

leave taken at a school. The total number of days o f leave taken is the sum o f days o f 

leave taken for sick days, personal days, in-service days and other days. The total number 

of days of leave taken was subtracted from the number o f available days of leave for a 

school. Then this number was divided by the number of available days o f leave for a 

school. The result defined the aggregate attendance rate for a school. Algebraically 

aggregate attendance rate can be decomposed into its parts. Then it can be seen that it is 

one minus sick days divided by days available, minus personal days divided by number 

of days available, minus in-service days divided by days available, minus other days 

divided by days available. Thus aggregate attendance rate is one minus the sum of the 

four different kinds of absenteeism rates which define it.

Cronbach’s alpha for the aggregate attendance rate as it is calculated was -.34.

The separate attendance rate variables tended to correlate negatively with each other, 

which violates the reliability model assumptions. The net result is that the Cronbach’s 

alpha for aggregate attendance rate is best regarded as zero. When each component o f 

aggregate attendance was normalized, Cronbach’s alpha decreased further to a theoretical 

-.48. Table 3 shows die correlations among the components o f the aggregate attendance 

rate. The net result of these analyses was that each component of aggregate attendance 

rate had to be treated as a separate variable. This was true both when “attendance rate”
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was to be used as a dependent variable, and also when “attendance rate” was to be used 

as a predictor.

Table 3

The Correlations among Components o f the Aggregate Attendance Rate

Attendance Types Sick days Personal days In-service days Other days

Sick days 1.00 -.27 -.11 -.01
Personal days -.27 1.00 .01 .02

In-service days -.11 .01 1.00 -21
Other days -.01 .02 -.21 1.00

Teachers’ Ratings of Principals and Revised Research 

The internal consistency reliability of the selected teacher ratings o f principals 

was .99 by Cronbach’s alpha. Therefore the mean teacher rating of each principal was 

used in subsequent analyses instead of ratings of the individual eleven different 

questions. The data cleaning changed the questions to be addressed in die study. 

However, “teacher attendance rate” now referred to the four different components o f 

aggregate attendance rate. Question one of die study remained the same otherwise. 

Questions two through twelve were combined to ask one question pertaining to 

relationship between four different kinds of teacher attendance rates and teacher 

perceptions of leader behaviors (mean teacher rating of principal rating). Question 

thirteen and sixteen were excluded from die study since question number four addressed 

the relationship between the school socio-economic status and the other variables in the 

study. As a result of the previously mentioned correlations, the following three questions 

guided die remainder o f the study:
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Revised Research Questions and Null Hypotheses

1. Is percentage of free and reduced lunch prices a predictor the o f teacher 

attendance rate?

Hoi • Percentage o f free and reduced lunch prices is not a predictor o f teacher 

attendance rate.

2. Is teacher perception o f leadership behaviors a predictor o f teacher attendance 

rate?

Ho2. Teacher perception o f leadership behaviors is not a predictor o f teacher 

attendance rate.

3. Is teacher attendance rate a predictor of school student achievement?

Ho3. Teacher attendance rate is not a significant predictor of student 

achievement

Revised Descriptive Data 

The study variables were somewhat revised after the data cleaning processes. The 

variables to be used in the rest o f the analyses were normalized by the SPSS rankit 

procedure. This was done to reduce the possibility o f undetected outliers affecting the 

results, and to reduce departures from classical regression assumptions. Table 4 contains 

descriptive statistics for the variables used in the subsequent main analyses.
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Table 4

Description o f Revised Study Variables

N Minimum Maximum Mean Std. Deviation

Percent Free- 
Reduced Lunch 76 5.6 96 55 26

Rating o f Principal 76 2.6 3.9 3.3 .30
Sick* 76 .94 .97 .96 .01

Personal 76 .99 1.00 .99 .0 0 b
In-service 76 .97 1.00 .99 .01

Other Days 76 .99 1.00 1.00 .0 0 b
Student

Achievement 76 82 88 85 14

a These are atmvtance rates, and were computed by subtracting fee corresponding absenteeism rates from one, 
b Tbe standard deviation was less than .01 but still greater than zero.

Research question one addressed the relationship between percentages o f free and 

reduced lunches and teacher attendance. The correlations between percentage of free and 

reduced lunches and components o f teacher attendance ranged from -.16 to .20 and were 

not significant Similarly, for research question number two, the correlation between 

components of teacher attendance_and mean principal rating ranged from . 14 to .03 and 

were not significant Components o f teacher attendance were not significantly related to 

teachers’ ratings of die principal. For research question three correlations between 

components of teacher attendance and student achievement ranged from -.20 to .16 and 

were not significant Teacher attendance components were not significant predictors of 

student achievement

Additional findings included that the percentage of free and reduced lunches were 

significantly correlated (-.91, pK.01) with student achievement, therefore the null 

hypothesis for the multiple linear regression was rejected. As the percentage o f students
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receiving free and reduced lunch increases, student achievement decreases. Additionally, 

teachers’ ratings of the principal were positively correlated (.41, p <.01) with student 

achievement. Finally, percentage of free and reduced lunches was also significantly 

correlated (-.41, p <.01) with teachers’ ratings o f the principal. The partial correlation 

between teacher ratings of the principal and student achievement controlling for 

percentage of free and reduced lunches was .11 (p=.35).

Teacher ratings o f the principal did not predict student achievement after 

controlling for percentage of free and reduced lunches. Teacher ratings o f tire principal 

were not significantly related to components of teacher attendance rates. Finally, teacher 

attendance components were not significantly related to student achievement Table 5 

contains the correlations and normalized study variables used in the study to answer the 

research questions in the subsequent main analyses.

Table 5

Correlations among Normalized Study Variables

Variable

Percent
Free-

Reduced

Rating
of

Principal Sick Personal
In-

service
Other
Days

Student
Achievement

Percent
Free-

Reduced

1.0 .03 .20 -.08 -.16 " -.91”

Rating of 
Principal

-.41” 1.00 -.14 -.11 .08 -.03 .41”

Sick .03 -.14 1.00 -.21 -.06 .09 .04
Personal .20 -.11 -.21 1.00 -.02 -.14 -.20

In-service -.08 .08 -.06 -.02 1.00 -.19 .13
Other Days -.16 -.03 .09 -.14 -.19 1.00 .16

Student
Achievement

-.91” .41” .04 -.20 .13 .16 1.0

** Correlation is significant at the 0.01 level (2-tailed).
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Summary

As outlined in Chapter Three, the researcher planned to use correlation 

coefficients and two separate linear multiple regressions to determine which variables 

provided a significant prediction of teacher attendance and student achievement 

respectively. After initial data cleaning, six research questions were employed to analyze 

the relationship between the previously mentioned variables. The primary focus o f this 

study used correlation coefficients to examine the relationships between teacher 

attendance and teacher perceptions o f leader behaviors (mean principal rating). The 

secondary focus of the study was to determine the relationship between third grade 

reading and math student achievement and teacher attendance. The researcher used 

school socioeconomic status (percentage of free and reduced lunches) as a control 

variable for the primary and secondary focus of the study. As a result o f data cleaning 

processes, the questions guiding the analysis were reduced from sixteen to three.

Correlation coefficients were used to investigate the relationships among teacher 

attendance, student achievement, school socioeconomic status, and teacher perceptions o f 

leader behaviors. The findings did not reveal a significant relationship for questions one 

through three. Questions one through three examined the relationships between SES and 

teacher attendance, the correlation between attendance and mean principal rating teacher 

attendance and student achievement respectively.

Additional analysis of the variables in the study revealed that the percentage o f 

students receiving free and reduced lunch were correlated with student achievement; 

teachers’ ratings of the principal were positively correlated with student achievement;



and percentage of free and reduced lunches was also correlated with teachers’ ratings o f 

the principal.

When examining which of the variables were the strongest predictors o f 

attendance rates or student achievement the results found that, the control variable, 

teacher rating o f principal behavior was not a predictor of student achievement; teacher 

rating of principal behavior was not a predictor o f student achievement; and teacher 

attendance was not a predictor o f student achievement Chapter 5 will discuss the 

findings, conclusions, implications, and areas for further research findings.



CHAPTER 5

SUMMARY, DISCUSSION, CONCLUSIONS, IMPLICATIONS, AND

RECOMMENDATIONS

Chapter 5 presents a discussion o f the outcome of the study. Section one o f this 

chapter provides a synopsis of the investigation along with a description o f die study 

sample and the type o f analysis performed. Furthermore, Chapter 5 provides a synopsis 

of the key findings of the research questions which guided the study. Chapter 5 

culminates with the discussion of the findings, conclusions, implications and 

recommendations for future research.

The purpose o f this study was to present an analysis o f die data gathered in the 

study which investigated the relationship between teacher attendance and teacher 

perception o f leadership behaviors. The primary focus o f the study investigated the 

relationship between teacher attendance and teacher perception of leadership behaviors. 

The secondary focus o f the study aimed at determining the relationship between student 

achievement and teacher attendance using school socioeconomic status as a control 

variable. The researcher employed a correlation coefficient analysis along with series o f 

regression analyses to determine the predictability o f teacher attendance and student 

achievement from teacher perceptions of leader behaviors and school socioeconomic 

status respectively.

The problem o f teacher absenteeism continues to be an intriguing crisis due to the 

financial and instructional expenses school districts incur on account of this national issue
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(Owen, 2010). As a group, teachers display higher absentee rates than nearly all other 

occupations (Miller, 2012). Researchers have argued over the average number o f days 

teachers are absent every year for decades. According to M iller and colleagues (2008), 

the national average recorded for teacher attendance averages 10 days per year. Although 

the rates of teacher absences are significantly higher in comparison to other professions, 

the teacher absence rates in die current study mirrored the national average of 10 days per 

year (State Department of Education, 2014). Over die past twenty years, more than 500 

books, dissertations, behavioral science papers, and chapters that include absenteeism as 

a crucial variable has been released for publication (Barge, 2004).

Previous researchers have explored relationships between teacher attendance 

(Clotfelter et al., 2009; Miller et al., 2008; Miller, 2012; Owen, 2010) and various 

leadership styles (Cooper & Alvarado, 2008; Darling-Hammond, 2003; Ingersoll &

Smith, 2003). The researchers found that teachers missed less days of schools in sites 

where the school leader had higher teacher perception survey results (Clotfelter et al., 

2009; Miller, 2008). However, there is little evidence to be found on the association 

between teacher perceptions of leadership behaviors and its relationship to teacher 

attendance in schools serving students o f poverty. Studies have also examined variables 

such as geographic locations (Duflo & Hanna, 2005), gender (Colquitt, 2009), and grade 

levels (Ticknor, 2012), as indicators that influence teacher attendance rates. Teachers 

who serve students with low socioeconomic backgrounds, high minority populations, and 

rural school settings tend to exhibit higher absentee rates (Bruno, 2002; Clotfelter et al., 

2009).
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The theoretical framework used for this study was the organizational commitment 

theory. Organizational commitment theory is a prominent model used to describe the 

employee commitment to an organization (Porter et al., 1979). In past years the theory 

has frequently been utilized as a basis to investigate the relationship between employee 

turnover and leadership behaviors (Cohen & Lowenberg, 1990; Ritzer & Trice, 1969). 

The hypothesis has made significant contributions in assisting leaders with gaining a 

deeper perspective of die relationship between employee productivity, job satisfaction, 

and retention rates (Emerson, 2007).

Prior studies have supported the idea that organizational commitments as well as 

individuals previous work experiences are significant antecedents to organizational 

commitment (Eby, Freeman, Rush, & Lance, 1999; Meyer & Allen, 1997). Given the 

limited research on the relationship between teacher attendance and leader behaviors, this 

information can be used to make inferences on whether a leader’s behavior is correlated 

with teacher attendance.

The following three research questions guided the study:

1. Is school socioeconomic status a significant predictor o f teacher attendance?

2. Is teacher perception o f leader rating a predictor of teacher attendance?

3. Is teacher attendance a significant predictor of student achievement?

Summary of the Study 

This ex post facto study explored whether there was a relationship between 

teacher perception of leadership behaviors and school teacher attendance. The study also 

described the relationship between student achievement and teacher attendance. 

Percentage o f students receiving free and reduced lunch was used as the control variable



for the primary and secondary proposed o f the study. The ex post facto regression study 

used individual school site archival data from the 2011-2012 school year in a large 

metropolitan system in the Southeastern region of the United States. Because the large 

school district has school locales ranging from rural to urban the district was an 

appropriate study site for determining the relationship between teacher attendance and 

teacher perceptions o f leader behaviors. Using the Organizational Commitment Theory 

(Allen & Meyer, 1996; Eby, Freeman, Rush, & Lance, 1999; Meyer & Allen, 1997), this 

study sought to determine if a practical relationship exists between teacher attendance 

and student achievement. This study, along with prior research provided an 

understanding o f the relationship between student achievement to teacher perceptions of 

leader behaviors in low and high school socioeconomic school bettings.

The researcher employed descriptive statistics to summarize the variables in the 

sample in the target study site. The sample consisted o f 76 elementary schools in the 

target site. Teacher attendance rate, student achievement scores, and teacher ratings of 

principal behaviors at each local school site were employed as variables in the study. Full 

and part time elementary teacher attendance rates were collected from each o f the 

elementary school sites. Additionally, third grade student achievement scores were 

collected from each individual school site. The researcher used percentage of students 

receiving free and reduced lunch as a control variable to determine whether percentages 

of students receiving free and reduced lunches wore related to the previously mentioned 

variables.

The major emphasis was to determine if  an important practical relationship 

between teacher attendance and teacher perception o f leader behaviors. The secondary
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emphasis was to determine is an important practical relationship exist between student 

achievement and teacher absences. While investigating the data, the researcher also 

determined to what extent those variables could be controlled by employing school 

socioeconomic status as a nuisance variable. A multiple regression was die selected 

statistical analysis due to its predictive ability to describe the statistical significance of 

each predictor variable.

Summary and Discussion o f Major Findings 

In order to control for socio-economic status, a multiple linear regression was 

completed to find the relationships between teacher attendance (used as a dependent 

variable in the primary focus of the study and an independent variable in the secondary 

focus of the study), teacher perceptions of leader behaviors, and student achievement 

Research question one addressed the relationship between percentages of free and 

reduced lunches to teacher attendance. There was not any significant correlation between 

the two variables. The correlation found between percentage o f free and reduced lunches 

and teacher attendance ranged from -16 to .20. Percentages o f free and reduced lunches 

were not a significant predictor of teacher attendance.

The findings on percentage of students receiving free and reduced lunch and 

teacher attendance were not consistent with the previous research on the relationship 

between the two variables. In fact, these findings were not congruent with Bruno’s (2002) 

findings that students in lower socio-economic settings had higher rates o f teacher 

attendance. Using different independent variables Clotfelter and colleagues (2009) found 

that students in lower socioeconomic settings scored lower on achievement test 

Clotfelter and colleagues (2009) found that found that schools serving higher rates of
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students in lower socioeconomic and higher minority settings had elevated teacher 

attendance rates and lower student achievement scores (Clotfelter et al., 2009). Similarly, 

Miller (2012) argues that students living in higher poverty neighborhoods experience 3.2 

to 3.5 higher rates of teacher absenteeism in comparison to their peers who live in more 

affluent settings.

The second research question did not find any significant correlation between 

teacher attendance and the mean teacher ratings of principals. The findings in question 

two were inconsistent with the limited research available on the topic o f teacher 

perception research conducted by Grissom (2011), Ladd (2009), and Owen (2010). The 

previously mentioned researchers posit that leaders who foster environments with 

positive school climates may help improve teacher turnover and attendance rates. 

Furthermore, Owen (2010) employed a mixed methods study using school culture 

surveys and a f-test to examine teacher perceptions of leader behaviors regarding 

processes, task and relationships. She found that teacher attendance rates were higher in 

schools led by principals that fostered positive cultures.

Research question three examined the correlation between teacher attendance and 

student achievement was not significant Correlations between the variables in question 

three ranged from -.20 to .16. Teacher attendance rate was not a predictor o f student 

achievement The correlation found between the two variables ranged from .14 to .03 and 

were not significant Teacher attendance rate was not a predictor of mean teacher ratings 

of principals. Teacher attendance and student achievement were not correlated. This 

finding on the relationship between the two variables was inconsistent with previous 

research conducted by Miller (2008), Clotfelter (2009), and Brown and Amell (2012).



Miller (2008) and Clotfelter (2009) sought to discover the relationships between teacher 

attendance and student achievement; both researchers found a significant relationship 

between the two variables. In his study, M iller (2008) found a that teacher who missed 

ten days of school reduced students fourth grade math achievement by a reduction of 3.3 

percent o f a standard deviation (Miller, 2008). While Clotfelter and colleagues (2009) 

found that students who were taught by a substitute teacher for 10 days a year had a 

greater influence on a student’s math score than if  the student had transferred from one 

school to another during the course of a school term (Clotfelter et al., 2009). The findings 

on the relationship between school socio-economic status and mean principal ratings or 

teacher perception of leader behaviors were significantly correlated (-.41).

Further analysis of the study variables in the study revealed a significant 

correlation between the percentage of free and reduced lunches and student achievement 

The findings yielded that as the percentage of student receiving free and reduced lunches 

increased in a school, student achievement scores declined. The findings support the 

research that school socioeconomic status is highly correlated with student achievement 

(Reardon, 2013). Particularly, as the percentage o f school level poverty increases in 

schools, student performance declines. Researchers have posited that students from 

higher income families have traditionally surpassed on standardized test than students 

living in less affluent households (Reardon, 2013). Reardon (2013) examined the 

relationship between student achievement and household income during the past 50 years 

and he found that: among children bom in the 1950s, 1960s, and early 1970s the reading 

achievement gap between those from high-income families (at the 90th percentile o f the 

income distribution) and those from low-income families (at the 10th percentile) was
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about 0.9 of a standard deviation. This gap began to widen beginning with the cohorts 

bom in the mid-1970s. Among those bom 20-25 years later, the gap in standardized test 

scores was roughly 1.25 standard deviations 40 percent larger than die gap several 

decades earlier” (p. 10).

Further analysis of the study variables also revealed a significant relationship 

between teachers’ ratings of the principal and student achievement (.41, p <.01). The 

findings support the notion that teacher ratings of principal behavior predict student 

achievement This finding was consistent with Marzano, Waters, and McNulty (2005) 

meta- analysis findings. In the 2005 study, the researchers analyzed leadership 

responsibilities which led to an increase to student achievement scores. The researchers 

identified 21 leader responsibilities that support increased levels of leadership and school 

wide engagement which led to an increase in student performance results.

Further analysis of the variables also revealed a relationship between the 

percentage of free and reduced lunches and teacher ratings o f principal behaviors. 

Percentage of free and reduced lunches was significantly correlated with teacher ratings 

of principal behaviors (-.41, p <.01). However, after controlling for percentage o f free 

and reduced lunches and exploring the fractional correlation among teacher ratings o f 

principal behaviors and student achievement, the researcher found that the teacher ratings 

of the principal did not predict percentages o f free and reduced lunches. Moreover, 

teachers rating of principal behaviors was not predictors of student achievement after 

controlling for percentages of free and reduced lunches in each school. Through the 

researcher’s exhaustive review of the literature on the topic o f teacher perceptions of 

leader behaviors and percentage o f students receiving free and reduced lunch the



107

researcher was not able to find research to support the relationship between the two 

variables.

Conclusions

The current study, while holding school background differences constant, found 

that teacher perceptions o f leader behaviors was not significantly related to teacher 

attendance alter using percentage of free and reduced lunches as a control variable. The 

study also found that student achievement was not related to teacher attendance after 

using percentage of free and reduced lunches as a control variable. The study culminates 

in several additional conclusions adding to the body o f knowledge on teacher attendance, 

student achievement, teacher perceptions of leader behaviors and school socio-economic 

status. A considerable body of contemporary school improvement literature has been 

dedicated to investigating the characteristics that contribute to teacher absences in various 

school settings (Clotfelter et al., 2009; Miller et al., 2008; Miller, 2012; Owen, 2010). 

Multiple studies have analyzed the causes of teacher absenteeism in an effort to address 

this problem. Scholars have explored the relationship of teacher attendance to student 

achievement, conduct, attendance, and organizational policies in an effort to reduce the 

amount of unscheduled leave taken by teachers (Owen, 2010), yet, school systems 

continue to struggle with the problem of teacher absenteeism.

Miller (2012) argues that teacher absences create financial and academic burdens 

for school systems nationwide. Furthermore, ten days of teacher absences negatively 

impacts elementary student achievement (Clotfelter et al., 2009). Miller (2012) argues 

that the finances school districts use to employ substitute teachers when teacher are 

absent from school could be used to assist school districts with efforts to improve student
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achievement scores. Strong evidence exists in the literature that teacher attendance has a 

significant relationship to student achievement; however, there are so many other 

unknown variables that account for the variance.

Previous research on teacher attendance has examined variables which include 

geographic locations (Duflo & Hanna, 2005), percentage of students receiving free and 

reduced lunch (Bruno, 2002; Clotfelter et al. 2009) and student achievement (Finlayson, 

2009), as indicators related to teacher absenteeism rates. Yet the problem of teacher 

absences in schools serving students o f poverty continues to concerns school districts 

nationwide (Grissom, 2011). As previously mentioned excessive teacher absences 

negatively impacts student achievement (Clotfelter et al., 2009; Miller et al., 2008). This 

finding regarding school level poverty is consistent with the research conducted by 

Coleman and colleagues over fifty years ago.

Organizational commitment theory posits that a person is committed to an 

organization when he or she feels valued, the goals and vision are aligned to the 

individuals need and beliefs, and the individuals feels a sense o f oneness with the 

organization (Mowday, Steers & Porter 1979). Even though the findings show that there 

is no significance relationship between teacher attendance and teacher perception of 

leader behaviors, student achievement, and socio-economic status, the descriptive data 

revealed drat the teacher’s perception of leader behaviors w oe high.

Implications

The review o f literature supports the idea that teacher absences affect school 

districts in a variety o f ways. Previous research also states teacher absences influences 

student absences, student achievement, districts financial resources, and school morale.
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Primarily, in this research it was discovered that teacher perceptions o f leader behaviors 

were not significant predictors o f teacher attendance after controlling from percentage of 

free and reduced lunches. The study also found that student achievement was related to 

teacher attendance when using percentage of free and reduced lunches as a control 

variable. The findings on the relationship between student achievement and teacher 

attendance were inconsistent with previous studies examining the relationship between 

the two variables (Clotfelter et al., 2009; Miller et al., 2008). Additionally, the study 

found that percent of students receiving free and reduced lunches was not related to 

teacher attendance. The findings were inconsistent with research conducted by Bruno 

(2002) and Clotfelter and colleagues (2009). The selected study site fosters collaborative 

professional learning communities which may positively influence student achievement 

(Leithwood et al., 2004).

Research regarding organizational policies, causes o f teacher absences, and 

demographics and surrounding teacher absences, continues to add to the vast body o f 

research to decrease rates of chronic teacher absences. Previous research conducted by 

Miller et al. (2008) and Clotfelter et al. (2009) reported the national teacher absence rate 

was 10 days each year. Furthermore, both researchers found that teacher absences were 

correlated with student achievement Both researchers reported the tipping point for 

teacher absences to negatively influence student achievement transpired when teachers 

missed ten during a school per year. Miller and colleagues (2008) reported that the ten 

day tipping point of teacher absences had a negative effect on student reading and math 

achievement scores. Similarly, Clotfelter and colleagues (2009) found that ten days o f 

teacher absences negatively significantly reduced students reading achievement scores.
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As researchers continue to study the topic o f teacher attendance, additional considerations 

must be addressed.

Findings from this study were conclusive in reference to the relationship between 

teacher attendance and school socioeconomic status. Although the literature suggest that 

school districts, teachers, politicians, and researchers should stress the importance o f the 

global impact o f teacher absences, there is much more research that needs to be 

considered at the district level. Administrators and policy makers also should consider 

which specific determinants of teacher absences might have the greatest influence on this 

situation from a regional and local perspective. It is apparent in this study and in prior 

research, that it is advantageous to continue to research this topic from a granular 

perspective.

Based on the findings of this study, many implications might be considered for 

school districts. Findings from this study were inconclusive in showing that leader 

behaviors correlated with teacher attendance, school socioeconomic status was related to 

teacher absences, nor are that teacher perceptions o f leader behaviors or teacher 

attendance correlated with school socio-economic status. These results were limited to 

teacher attendance in one large diverse school district and do not discredit the value 

added benefits of teacher attendance nationwide. Yet, the topic of the research 

surrounding teacher attendance still needs additional consideration.

Findings from this study were specific to teacher attendance in one large diverse 

urban setting. These findings suggest that there is not a formula for the best practices in 

reducing teacher absences. For schools, this information suggests that one method for 

reducing teacher absences may not solve the problem of unnecessary teacher absences or
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improvements in student achievement rates in school districts serving students o f poverty. 

On a national, state, and local scale, educational policy makers must contemplate the 

implications of die teacher attendance while educating students of poverty.

The topic school socio-economic status and student achievement needs additional 

research. As stated in the Coleman Report (1966), advancing the quality o f educators in 

school districts with higher percentages o f students in poverty will improve die overall 

effect o f educational opportunities in public schools nationwide (Bruno, 2002; Clotfelter 

et al., 2009; and Miller et al., 2008). However, little evidence suggests that improvements 

in teacher attendance rates in high poverty school settings will improve the overall 

student achievement for students in these settings. This is due to the additional variables 

which influence student achieving such as teacher quality, student experiential 

backgrounds, and additional factors which influence student achievement

Recommendations for Future Research

Based on the findings o f this study, recommendations for further research include 

using a broader population, conducting a mixed method study, and using broader data 

sets. This study included the entire population of teachers and third grade students from 

the 2011 -  2012 cohort from a large diverse metropolitan school district in die 

southeastern region o f the United Stales. Although the findings in this study reflect 76 

elementary schools in the selected study site, there remains a need for a larger population 

in order measure h e  relationship o f teacher attendance to teacher perceptions o f leader 

behaviors. This could include smaller datasets from districts, rural districts, individual 

states or nationwide settings. Moreover, the body o f research between the variables in the 

study might also include a longitudinal study of the relationship between teacher
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absences and the variables included in this study. When examining die relationship 

between the previously mentioned variables school systems should also consider 

standardizing teacher attendance recording procedures. Because school districts do not 

have a standardized attendance recording protocol die results o f the study may not 

produce normalized results, resulting in school districts receiving inaccurate results from 

the proposed study.

Previous teacher attendance studies conducted by Clotfelter and colleagues (2009) 

and Miller and colleagues (2008) suggest that teacher absences were negatively related to 

student achievement While both researchers found that teacher absences were related to 

student achievement Miller and colleagues (2008) controlled for school socio-economic 

status while Clotfelter and colleagues (2009) did not employ SES as a control variable. It 

may warrant future studies to determine the exact teacher absence threshold in which 

teacher absences might negatively influence schools serving students o f poverty in 

middle and high schools.

Based on the current study, full time and part time certified elementary teachers 

and students enrolled by October first in elementary schools within the selected school 

district were the sample population for this study. A future study could include an 

analysis of middle school or high school teachers within a particular study site. 

Additionally, it might warranty further investigation to determine if individual 

elementary, middle, and high schools within a school districts could provide a predictive 

relationship to teacher attendance and student achievement

A qualitative analysis exploring the relationship of teacher perceptions of leader 

behaviors and teacher attendance in low socioeconomic school settings would allow the
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researcher to understand the specific reasons why teachers in those settings miss more 

days of school each year in comparison to peers who teach in more affluent settings. The 

relationship between the two variables cannot always be measured quantitatively. Further 

study is warranted on the stressors which might influence teachers in these particular 

settings in order to gain a global understanding o f the topic.

Summary

This study sought to determine if  a relationship between teacher attendance and 

teacher perception of leadership behaviors and school socioeconomic status. Decreasing 

teacher absence rates may benefit school districts in a variety o f ways. The academic and 

financial cost school districts face annually due to teacher absences has caused the topic 

to become a major area of interest for school districts nationwide. Decreasing the rates o f 

teacher absences may benefit school districts academically and financially. Since the 

introduction o f the Coleman Report in 1966, school districts have grappled with ways to 

improve student achievement in schools serving students of poverty. Assisting school 

districts with ways to decrease teacher absences in these settings may help to close the 

academic achievement gap.

All questions used block multiple regression to determine if a significant 

Predictive relationship existed among specific independent variables and the dependent 

variables. The first step in each regression was to input the control variables. School 

socioeconomic status was used as controls for each question included in the study. 

According to the results of research questions 1,2, and 3, of the present study, there was 

not a significant predictive relationship with teacher attendance or teacher perceptions o f 

leader behaviors, to school socioeconomic status. Additionally, there was not a
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significant predictive relationship with teacher perceptions o f leader behaviors or student 

achievement, to school teacher attendance after controlling for percentage o f students 

receiving free and reduced lunch.

As previously mentioned, the study did find that the strongest relationship existed 

between school socio-economic status and student achievement These results 

substantiate much of the research found in the literature review from Bruno (2002),

Miller (2008) and Clotfelter and colleagues (2009), about the relationship between school 

socio-economic status and student achievement The study sought to determine the 

relationships between die dependent and independent variables apply to schools. The 

results of die study are not a reflection of individual teacher attendance or student 

achievement What has become clear is that more study is needed to determine the 

relationship of teacher attendance and teacher perceptions o f leader behaviors in schools 

serving students who receive higher percentages o f free and reduced lunches. It is 

important for educators, parents, and most importantly students to understand and 

contemplate the implications of these teacher attendances and in what manner they can 

shape their future.
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