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LEADERSHIP IN EDUCATIONAL INSTITUTIONS:  
SHARED DUTY AND JOINT RESPONSIBILITY

Abstract: In the present world changes are inevitable and modern schools will also be 
subjected to them. School principals should, therefore, aim at transforming the insti-
tutions into learning organizations, thus gathering people capable of self-reflection and 
self-improvement. The purpose of this article is to prove that in order to achieve mea-
surable and sustainable success in an educational institution, leadership must be shared 
bythe principal and the teachers. The ability to diagnose the situation of the institution is 
also important, as is the drawing of constructive conclusions from the introduced changes, 
both those successful and those unsuccessful. Knowledge of possible leadership styles can 
be an inspiration in search for effective solutions in educational practice for headteachers, 
teachers and external experts who provide support to schools in the process of change.
Keywords: school leadership; educational management; headmaster/principal; teacher; 
learning organization.

Introduction

The authors who research the concept of management point to both the ambiguity 
of the term and to the differences in definition of the discussed category which 
stem from the diversity of fields it is related to. They emphasize that management 
in education should not be treated as one of many types of management – a type 
that is carried out in distinct conditions, to be specific in the context of education. 
(Rosalska, 2016 p. 108–109; Dorczak, 2018, p. 45) This is a separate category that 
possesses its own characteristics, circumstances and which requires a distinct way 
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of defining. In any organization, regardless of the specifics of their operation, we 
deal with constantly running processes. They are formed by relations between 
people as well as procedures in the course of action of the organization, which 
undergoes constant changes. The leader of this change should be a head teacher, 
whose role is to establish a team of teachers who support his or her leading position. 
What is more, teachers should become competent managers and leaders for their 
co-workers, the student community and also parents.

Leadership of headteachers

Educational leadership concentrates on the processes related to learning and de-
velopment. Leaders not only constantly learn and expand their qualifications but 
also provide those around them with an opportunity to learn at the same time. 
This requires proper competencies that enable the organization of that process and 
provide necessary resources. There is a distinction between the terms of manage-
ment and leadership in the professional literature. Considering the first of those 
concepts as more formal, technocratic and systemic, and the other one as more 
informal, social and individual helps to make the typology more comprehensible. 
This problem can be looked at as a correlation, where leadership is essential for 
achieving systemic results. (Szafran, 2013, p. 85)

The difference between leadership and management were defined among others 
by John Kotter (1995, p. 99–115) who pointed out why those two processes should 
be maintained in a balance. Kotter proved that only those organizations that are 
able to achieve this state can develop properly. In such institutions teams get results 
in the form of achieving organizational goals, they have a high level of intrinsic 
motivation, they also present numerous ideas for solving problems. 

Another aspect revealed by the author is that many organizations are characterised 
by excess of management and too little leadership. In a classic distinction of those 
terms it can be argued that strong leadership paired with weak management can 
have worse results than the opposite case. Ergo combining strong leadership with 
strong management and balancing those two can pose a great challenge. According 
to Kotter (1995, p. 100), management is connected with complexity of actions, 
whereas, leadership means coping with the processes of constant changes. Change 
is a fundamental part of leadership and a leader, in opposition to a manager, can 
be characterised as more oriented towards changes and their implementation. 
Leader, additionally, is required to be competent at teamwork, and that is what 
makes him (Kotter calls him the leader of changes [1995, p. 101]) different from 
a manager in a traditional sense. However, professional publications more and more 
frequently mention the term professional manager, whose characteristics assume 
that leadership and management should constitute patterns of complementary 
behaviours, knowledge and skills. An ideal solution would be for a contemporary 
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manger of education to be also an expert leader. (Madalińska-Michalak, 2014 
p. 16–17)

Concerning education Grzegorz Mazurkiewicz (2012, p. 35) emphasises that 
managerial responsiveness and self-criticism are necessary traits for a headmaster 
to be called an educational leader. He claims that the function of school principal 
can be performed well only with a high level of self-awareness, adequate self-esteem 
and conviction about being the right person for the post. Only then stepping back 
and giving the staff space to work, grow and achieve success will be a natural pro-
developmental decision of a headteacher. Educational leaders should share their 
authority and encourage others to be active participants by helping them believe 
in themselves.

Professional requirements for headteachers and leadership

With challenges of global society educational leadership is faced with ambitious 
tasks of understanding the present, approaching it with criticism and planning 
adequate processes. School and other educational institutions1 operate, the same 
way as all social and economical organisations do, in an unpredictable and unstable 
reality. (Mazurkiewicz, 2015, p. 17)

Headteachers are usually perceived through the prism of competencies they 
should posses, their sense of mission that should serve as a guideline for everyday 
decisions and quality of their work, colloquially known as achievements that can be 
displayed and which are assessed by supervisory authorities and local community. 
They closely observe and keep track of all missteps and wrong decisions. Seldom 
are those mistakes analyzed from the angle of available resources and external 
assistance provided to a headteacher. Jacek Pyżalski (2015, p. 196) emphasises 
that if the topic of support is discussed at all, headteachers are mostly seen as 
providers to teachers, other staff, parents, students and representatives of  local 
community. The position of a headteacher is counted among social and assistance 
professions, underlining the unique properties of this job- the quality of work and 
the responsibility for coordination of work of other assistance professions, like 
teachers, pedagogues, psychologists, etc. (Moreira, Rivero & Alonso, 2018, p. 2).

Vocational requirements for all helping professions focus on a few major points:
social exposition,
inevitability of making crucial decisions under pressure,
permanent communication and close interpersonal exchange with multiple 
interlocutors,

 1 Using the term educational institution here the authors mean mainly schools. However, lea-
dership in other types of educational institutions as kindergartens, day-care centres, social 
prevention and resocialization institutions, cultural centres for children have also some similar 
characteristics.
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major responsibility at legal and psychological level,
necessity of tempering emotions to the requirements of the job,
significant disproportion between ‘giving and taking’,
using personality as a tool for work. (Pyżalski, 2015, p. 196)

The  last of the  listed components is especially strongly present in the work 
of headteachers. If we separate administrative tasks from the ones connected 
with managing teams and collaborating with local community, it may occur that 
personality traits have a casting vote on whether a headteacher can become a leader.

Managers in prominent companies or corporations are well prepared for taking 
up managerial position. Very often they learn for years- take part in training 
courses on soft competences, efficient communication, working time organization, 
managing teams, dealing with difficult customers or coping with stress. Before they 
resume their posts, they usually receive multiple promotions, and the competencies 
they acquire during that process, in correlation with individual character traits, 
help them become professional leaders within the organizations. In comparison, 
tasks for a head of school are similar. Nevertheless, apart from a few examples, 
a headteacher has to manage without the support mentioned above, very often 
battling against unreasonably high expectations caused by being promoted from 
the environment of his or her colleagues - other teachers. 

Grzegorz Mazurkiewicz (2015, p. 18) emphasises that educational leaders 
in Poland exist in a specific void- there are no set standards for their work, 
the discourse language is non-existing, there are no specified values to follow, no 
one has established any list of tasks of leaders, and the number of things they are 
asked to do is absurd, making it impossible to carry out their duties in the law 
– abiding way. Therefore, the role of a head of school requires a new definition 
which should concentrate on the process of learning and growth of students and 
teachers. It is also necessary to work out a common understanding of the role 
of a headteacher and the list of competencies necessary for its execution as well as 
values that we want to refer to in education. It is worth mentioning at this point 
that some of the actions performed by headteachers can be major stressors for 
teachers. It also means that growing frustration of the headteacher will affect 
the work of teachers, and in consequence, all crucial processes running at school. 
Population-based studies conducted on teachers clearly point out that out of eight 
most burdening psycho - social elements of working environment two are directly 
linked to actions (or their lack) of a headteacher. It stems from the fact that teachers 
feel they have very little influence on what is happening at school and from the lack 
of support from the superiors. (Pyżalski & Merecz, 2010, p. 53–74)

Headteacher: efficient ruler, manager and leader in educational environment

Development of an educational institution, apart from the scope of didactics and 
education, should include the field of school management; in other words, engage 
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competence of those who manage. The advocated solutions point to the imminent 
role of leadership and its beneficial influence on running a school, aiming to further 
engage the whole community to help with issues and challenges that arise at school. 
Bożena Tołwińska (2011, p. 105–107) emphasises that the variability and dynamics 
of the environment require the staff to be involved in the decision-making proces-
ses. As it has been mentioned before, a headteacher is expected to possess highly 
developed managerial skills and social conscience, so he or she can make good 
decisions and perform effectively at many levels. Therefore, education is in need 
of leaders who, on the one hand are able to see school as a learning organization, 
and on the other hand are responsive to each and every of its members, getting 
them to cooperate.

Joanna Madalińska-Michalak (2014, p. 18) emphasises that it is impossible 
to reorganize the school while underestimating the role of a  leader. Without 
innovative approach to management, centred on the potential of the employees 
and leading role of the headmaster, there will be no success, neither personal 
nor institutional. A headteacher, whose duty is to introduce new ideas at school, 
should be responsible for making school faculty accept new, innovative solutions 
as well as engaging new members in accomplishing tasks. Rafał Mrówka (2001, p. 
9) stresses that establishing own credibility is a foundation for achieving success 
as a leader, the atmosphere at work and level of trust between members of a team 
are not without significance as well.

In the discourse on implementation of changes arises a question whether it is 
proper to have a headteacher, who is also a formal head of school, to be a leader 
of transformation. It is possible to present numerous arguments for and against such 
a claim. Nevertheless, probably most experts would agree that introducing thorough 
changes requires professional intuition, decision-making powers, authority and 
devotion of managers being essential to the process. In consequence, the changes 
are imperative, the process itself as well as its effects are internalized more quickly, 
and ultimately burdened with minor costs. (Madalińska-Michalak, 2014, p. 9) 
However, if headteachers are not responsible for the implementation of changes, 
it is important that they remember that the support of acclaimed and credible 
authorities strengthens the trust of members of an institution in the forthcoming 
process; it also boosts the level of optimism and makes them anticipate the success 
of the endeavour. Support of a leader is indispensable to the overcoming of inertia 
and fear of failure. A head, especially in education, should be responsible for 
creating suitable environment for both creative exploration of new ideas and making 
an effort of the whole process of implementing changes. The attitude of a leader 
usually serves as a role model for other employees- a model on which they shape 
their own demeanour. (Mrówka 2001, p. 13)

Andy Hargreaves and Dean Fink came up with an idea of a well-balanced 
leadership while they were studying the role of leaders on building up capacity 
of the school. Authors have put forward a thesis that each school has to work out 
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its own working style, which is not only based on the educational policy directives, 
but allows for independent actions and thinking. It is important for the change 
to be adequate to the conditions and capacity of the educational institution as well 
as be accepted by the teachers. (Mazurkiewicz, 2012, p. 8) Witold Kołodziejczyk 
(2012, p. 172) points out that the success of a school is determined by its employees, 
but it heavily depends on the headteacher whether there are conditions in which 
ingenuity, creativity and commitment of the teachers can be recognized, appreciated 
and properly used.

Leadership of teachers

In the previous chapter a huge part was devoted to the tasks of a headteacher.  His 
role is inextricably linked to the the functions assigned to teachers. Here arises 
a fundamental question: do teacher duties include ones related to leadership? On 
the one hand an affirmative answer seems obvious- the number of responsibili-
ties of a headteacher forces him to share some of them with the staff. However, 
delegation of tasks is not the only reason why teachers lead (manage people and 
processes) in education.

Basic characteristics of teachers’ leadership

First, we should think about the groups that are under the guidance of teachers. 
Students and parents are the main beneficiaries that make use of services provi-
ded by school, and what follows, by the representatives of the teacher profession. 
All three participants in this triad (teacher-parent-student) communicate with 
each other, which confirms the first out of three features of leadership listed by 
Roman Dorczak (2018, p. 47) who understands leadership as a relation and social 
process. Difficulty in communication between the teachers and the other two 
groups – students and their parents, is complex. Usually, teachers communicate 
with one of the aforementioned groups at a time. Nevertheless, we should take 
under consideration the difference in age, experience and needs of both parties. 
Each of the collectives perceives the teacher in a different way, and each is percei-
ved in a different manner in return. In addition the whole process is complicated 
(but also enriched) by communication of the teacher with individuals. A meeting 
between a teacher and a student can become a conversation between two people. 
The same goes for the parents, and it is best if this kind of interpersonal exchange 
is not limited to talking about educational difficulties only.

The process of communication should enable people to forge relationships 
as individuals and as a group. There is a notion, stemming from the reflexion 
on the  topic, that leadership of  teachers is fulfilled in relation and through 
communication. Nevertheless, or because of that it is not an easy task. All subjects 
of this relation have specified expectations. Students, depending on their age, are 
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looking for a caretaker, a friend, a confidant or, if the relation is distorted, they 
might see the teacher as a part of the system of penalties and awards (marks). Today, 
expectations of parents directed towards teachers are those of a didactic nature – 
not only substantive but also methodological. (Pękala, 2017, p. 93–97) Therefore, 
expectations of both parties can differ immensely, and if we take into account 
the needs of a teacher – the disparity can affect the relation between the two, and 
eventually the execution of leadership of the teacher. 

This kind of issues require cooperation of all the staff, and here is the second 
feature of leadership according to Roman Dorczak (2018, p. 47) – sharing the authority 
among many members of an institution such as school. Other employees can give 
advice, substantive guidelines, sometimes a direct help in resolving conflicts. This 
kind of support is essential at school, especially if it is located in a highly demanding 
social environment (e.g. where many families with low socioeconomic status live); 
nevertheless, it is found at all schools. 

The fact that the quality of relations between employees is important in any 
institution, not only educational one, is emphasized by the professional literature 
on management. At present the communication skills of employees of different 
professions and positions are being trained. This phenomenon can be interpreted 
as either an  outcome of  noticeable deterioration of  cooperation in working 
environments, or just rebirth of interest in the influence of interpersonal relations 
on professional involvement of people. However, especially in an educational 
institution, where the diversity of relations is so wide, the issue of working out 
satisfactory associations between staff members is immensely compelling. Julianne 
Wenner and Todd Cambell (2017, p. 155) have proven in their paper that teachers can 
encounter many obstacles in the realisation of their leadership at school. However, 
poor relations with the administrators and the rest of staff is the biggest of them. It 
is also difficult to fulfill the leaders’ duties when the principals are not supportive 
and do not give their employees (lead teachers) enough autonomy.

The  somewhat professional understanding between professionals in 
the educational institution creates school climate wherein relations between teachers 
and students (and also their parents) are secondary. Why is the correlation presented 
like this by the authors? The teachers who feel supported and safe in their workplace 
are able to create the same atmosphere in a classroom. (Petlak, 2007, p. 40–45) Of 
course, there are those who, in spite of the limitations, try to provide students with 
environment for growth and learning, but they have to put disproportionate amount 
of work and energy into that. Positive school climate encourages development of all 
participants of educational processes; it facilitates carrying out leadership tasks by 
teachers, such as settling disputes. All interpersonal relations (especially within 
such a huge collective of people) can cause misunderstandings or discrepancies 
of expectations, plans and needs. This is where we can introduce the next feature 
of leadership in education which is connected to the implementation of shared 



252 JOANNA LUDWIKA PĘKALA, WIKTORIA KOWALSKA [8]

values. On the one hand, they regulate relationships, on the other hand they can 
cause conflicts. 

The issue of fundamental values in educational leadership – the third feature 
mentioned by Dorczak (2018, p. 48) seems to represent the issue of principles in 
education in general. Again, the term is present in other fields but educational 
perspectives provides specific character to  it. In the  context of  education 
communication takes on the form of deep, humane dialogue, it expresses itself 
by a certain demeanour, and the leadership bears the characteristic of a duty (in 
the meaning of serving others). There is a similar situation with values which, 
according to  Henryk Elzenberg, “do not constitute any quality, neither in 
themselves, nor in other objects. [Value] is a fact which proves that the object is 
the way it supposed to be [...] it is a convergence between the actual and proper state 
of an object.” (as cited in Pękala, 2017, p. 28) This definition seems to be complete, 
but it might call into question who should be the person to decide on the state of , 
“propriety” of specific values in education and to be responsible for sustaining 
convergence between reality and propriety. Here lies an actual, communicative, 
relational character of leadership in education – imposing values very often leads 
to an argument, on the other hand choosing them together might lead to a meeting 
of minds. It is not really about including students in the process of establishing 
rules for classroom-work (although it is a way to make them cooperate while 
working on a list of rules). School is a place for “transfer” of values, and the term is 
not put in inverted commas by accident. It is not about regular transfer but about 
co-creating in a relationship, in reality of life, according to the philosophy of Non 
scholae, sed vitae discimus. It is about discovering values together through solving 
disagreements by participants of educational processes.

From the perspective of school values are not rules, but they are something 
closer to educational objectives. Kazimierz Denek (1999, p. 60–61) calls attention 
to that link; he states that gaining knowledge and skills, developing interests and 
cognitive abilities should derive from values. He also adds that in order to achieve 
values in education one should start with the objectives – actions taken for the sake 
of achieving the objectives will help achieve the values. In other words axiology 
is important in education, and it is the starting point for managing the process 
of education. Objectives point out what to teach and learn, what to do for the whole 
process to be worthwhile from the psychological and ethical point of view. Finally, 
what to do to make the values passed down directly through the material, and 
indirectly through the methods, become internalised by the student.2

 2 According to Lawrence Kohlberg a person goes through the consecutive stages and levels of moral 
understanding. In the early stages, there exists a dominant need for avoiding punishment, getting 
a reward or earning favour of authority (pre-conventional and conventional morality). In later 
stages (if the development of a person does not come to a stop) there is a deeper internalization 
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What stems from the reflexion until this point is that the leadership of teachers 
in education happens through relations where communication serves as its tool. 
Relationship is forged via cooperation and for cooperation with all subjects 
of education (teachers, parents and students, as individuals and as a group). 
The basis for interaction, or more broadly – relationship, are values established 
and used for cooperation.  All those components are of a processual character - 
they are not permanent, they come to being and then transform. That is probably 
why school, or in a broader approach any educational institution, is described as 
a learning organisation.

Teacher – leader of a learning institution

Lack of stability of the market mentioned by Magdalena Gorzelany-Dziadkowiec 
is not a concern to businesses only. Potential candidates for teachers are recruited 
from their local environment, which has changed significantly throughout the years 
since the first mentions of the information society. Therefore, expectations placed 
upon teachers are completely different now from the ones of several years ago. 
(Pękala, 2017, p. 98–102) Life -long learning has become an intrinsic part of our 
reality and it concerns everyone regardless of the profession or life circumstances. 
The concept of life-long learning has evolved in a way, first starting as a postulate, 
then a wishful concept and finally the propriety, in some professions it has even 
become a necessity. That also, or even especially, concerns the teacher profession. 
The evolution was caused by the change of status of information. In the past it used 
to be a permanent component of a stable system of knowledge, where any changes 
were rare and special, and even presented something festive. At present changes are 
inherent and anticipated elements of reality, and the way information is managed 
allows to determine whereas leadership is successful or even deliberate.

Although, the  term information is broadly used, it is usually defined in 
the language of science, which is unintelligible for many users of that term3. In 
consequence, it seems that uncovering the discrepancy between knowledge and 
information contributes more to the debate. The intrinsic feature which allows for 
distinguishing those two categories is the fact that, in the case of information, there 
is no place for interpretation (Stefanowicz, 2010, p. 21). What is worth mentioning 
here is the next task of a teacher as a leader: helping with interpretation, which 
is nothing more than the reinforcing of  learning process, and in consequence 
developing thinking. The authors postulate that there is a close connection between 

of rules, which turn into personal values. The person behaves in a way that will benefit the general 
public, his or her aims are not solely particularistic (Zimbardo & Gerrig, 2012, p. 459). 

 3 Example of a definition of information by Jadacki and Brożek: „If subject y received a statement 
from z which declared existence of fact p and is convinced that p is genuine, then y obtained 
information that p is happening” (Stefanowicz, 2010, p.15).
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learning and teaching (Dylak, 2009, p. 28; Kupisiewicz, 2005, p. 23) and they 
suggest that the most valuable education is teaching without imposing teacher’s 
interpretations. This sort of schooling requires from educators the practice of life-
long learning, especially to train their skills (soft competencies and methodology 
in particular), which should in consequence result in the cultivation of their 
interpretative skills (e.g. Kwaśnica, 2003; Kwiatkowska, 2008). A teacher who is 
constantly updating and widening his or her knowledge and is changing his or 
her position from managerial role to the supportive one, cannot be passive and 
surrender to the flow of information especially because of his role of a leader, both 
in classroom and local environment. The ability to accommodate leader duties with 
providing opportunities for learning by giving information, arranging environment, 
offering modifications and also encouraging autonomy of all subjects of education, 
is what makes a teacher a transformative intellectual (Kwiatkowska, 2008, p. 39–
40), which is possible due to his interpretative skills. This type of competencies 
are useful to a teacher because, on one hand they enable constant self-reflection, 
and on the other, they are useful for helping students with the interpretation 
of the immense amount of information they encounter. The actions of a teacher 
described here might seem to be the opposite of what his or her leadership role 
entitles to, however, it only shows how complex the situation is. A classroom and 
a school community are mainly created by a teacher. He is in charge of a group 
of people, each with specific features, who are unique. The same educator also guides 
the parents of students while arranging class life, which is an intrinsic element 
of school life. These actions should reinforce the school as a learning organization4. 
In order to expand the reflection on the influence of leadership of teachers on this 
type of institution, it is worth to mention the features of a developing organization, 
which include:

constant enhancement of employee development,
promoting teamwork and friendly work environment,
supporting different learning styles of all, 
adaptability to change,
proficiency in acquisition and creation of knowledge as well as behaviour 
modification in connection to the process,
extreme flexibility and responsiveness (lack of  routines, habits and 
stereotypes),

 4 The authors of this paper would like to emphasise that while it would be valuable for every 
educational institution to be a learning organization, not every of them is. It follows that the terms 
educational institution and learning organization are not identical. These organizations differ 
in the style of management, philosophy of teaching and learning, and mainly in the understan-
ding of what the development is.
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becoming an  organization which is constantly changing, a  place for 
intellectual growth of the employees. (cf. Magdalena Gorzelany-Dziadkowiec, 
2015, p. 11)

All of the aforementioned features of an organization can be also used to describe 
the competencies of a teacher-leader. Managing a class of people requires coping 
well with changes and stress, but most of all, it requires flexibility and fast reactions. 
It is not enough for a teacher to be open to new concepts. He has to gain, create 
and co-create knowledge with his students by using activating methods. To do 
that, he should conduct in-action research with his students and then research 
the action (Kwiatkowska, 2008, p. 215–228), the results of which will be an extension 
of self-reflexion, that is vital to a leader. The analysing of own knowledge, drawing 
conclusions from experience, adjusting own cognitive structures with regard 
to the perception of new information – the whole process repeated again and again 
can form the teacher’s reflexion on the shape of his or her own leadership. These are 
skills and processes also described by aforementioned Wenner and Cambell (2017, 
p. 148–150) as indispensable elements of professional lead teacher’s preparation.

There are two other groups of  people who are subjects to  the  leader role 
of a teacher, namely the co-workers and parents of students. In each modern 
school there should be an institutional learning process regarded in three steps as 
the flow of information, its interpretation and the response to all data coming from 
within and from the outside of the institution. (Gorzelany-Dziadkowiec, 2015, p. 
30) In the light of this definition, the encounters of the aforementioned participants 
of education comprise data exchange and co-creating knowledge. This supports 
the hypothesis for the role of communication in the leadership of teachers.

Therefore, lifelong learning, using modern methods, the examination of own 
professional activity and self-education are decisive factors which constitute 
a teacher as a person who co-creates school as a learning organization. He/she is 
a subordinate who shares managerial tasks with a headteacher or does some other 
leader-related tasks for school. The success of this process is heavily dependent on 
the conditions of work and intellectual growth of the staff, organized by the head 
teacher, as well as the results of their collaboration.

Summary

Educational leadership of headteachers and teachers deal with processes of coopera-
tion and management. Sustaining those both components in the state of equilibrium 
is not an easy task, it can also be found among other requirements demanded from 
leaders of education at school. The fact that headteachers have authority does not 
exclude other teachers from executing leadership tasks; on the contrary, it enables 
them to do it. 

The process of education is enriched by the personalities of its subjects, which 
serve as important tools for educational work, and also for leadership itself. 
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It depends on the personality traits but also on the training that includes soft 
competencies which are extremely important in this kind of job, if it is satisfactory 
and efficient.

Demands that leaders, headteachers and teachers face are numerous and come 
from various social groups. The discrepancy in expectations makes it harder to satisfy 
each of them, thus forcing the staff to cooperate, and in a way causes an improvement 
of the whole organization and its members. The main reason for that is fact that 
today leadership is constituted by managing information and coping with change. 
The execution of those two processes, by a headteacher, is dependent on the overall 
proper ambience of the team. Benevolence and support given to the employees 
by the  management facilitate communication, create the  school atmosphere. 
Such ambience can be found only when the headteacher is not overloaded and 
the leadership is shared in the educational institution. In effect that division of duties 
can bear the fruit in the form of a harmoniously functioning establishment.
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PRZYWÓDZTWO W INSTYTUCJACH EDUKACYJNYCH: 
DZIELONE ZADANIE I WSPÓLNA ODPOWIEDZIALNOŚĆ

Streszczenie: W obecnym świecie zmiany są nieuniknione i współczesne szkoły będą także 
nieustannie im podlegać. Dyrektorzy szkół powinni zatem zmierzać do przekształcania 
zarządzanych przez siebie placówek w organizacje uczące się, a więc gromadzące ludzi 
zdolnych do autorefleksji i samodoskonalenia. Celem niniejszego artykułu jest ukazanie, 
że aby osiągnąć wymierny i trwały sukces w placówce oświatowej, przywództwo musi być 
podzielone między dyrektora oraz nauczycieli. Ważne są także umiejętności diagnozy 
sytuacji placówki oraz wyciąganie konstruktywnych wniosków z wprowadzanych zmian, 
zarówno tych zakończonych sukcesem, jak i tych nieudanych. Znajomość możliwych 
stylów przywództwa może stanowić inspirację do poszukiwania skutecznych rozwiązań 
w praktyce edukacyjnej zarówno dla dyrektorów, nauczycieli, jak i zewnętrznych ekspertów 
udzielających szkołom wsparcia w procesie wprowadzania zmian. 
Słowa kluczowe: przywództwo edukacyjne; zarządzanie oświatą; dyrektor szkoły; nauczy-
ciel; organizacja ucząca się.
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