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Abstract: Empirical research of the organizational culture and transformational ways of managing 
high schools in Tuzla Canton, confirmed the fact that successful schools have a prevailing and domi-
nant organizational culture of the clan corresponding to high and very high levels of transformational 
leadership methods. The survey confirmed theoretical expectations that to the organizational culture 
of a clan corresponding a very high level of transformational leadership methods. The study did not 
confirm the theoretical expectation that to the organizational culture of Markets and Hierarchies cor-
responding a high level of transaction leadership method. Schools that had prevailed, but not dominant 
(or powerful) organizational culture, based on the results of the external evaluation they were lower-
ranked in the last five years.
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1. INTRODUCTION
             
The organizational culture of secondary schools (Maslowski, 2001) and transformational 
way of leadership (Howard, 2004) should be a key element in creating a “critical mass” of 
followers to adapt high schools to changes in the environment. Transformational leader-
ship offers an adaptable and flexible organizational culture towards the challenges of the 
environment (Burns et al. 2006), and it is a pledge for the survival of the organization in 
the future. In studies of organizational culture and leadership, to transformational way of 
managing often is given a particular importance in shaping or changing the organizational 
culture (Howard, 2004, Burns et al. 2006). Powerful organizational culture (Hasanovic, 
Sinanovic, 2011, etc.) contributes the success and transformational way of leadership in 
the transformation of the old into the new values   that are complementary in relation to 
radical challenges in the environment (Northouse, 2001). Empirical studies of organiza-
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tional culture in Bosnia and Herzegovina (Hasanovic et al., 2011, 2012) have detected an 
association between individual typologies of powerful organizational culture with the suc-
cess of high school. Earlier studies of transformational leadership methods (Hasanovic, 
2009) have confirmed its high impact on the introduction of changes in the secondary 
schools in Bosnia and Herzegovina.

2. THEORETICAL REVIEW

2.1. Transformational leadership culture

Transformational way of managing according to the full-range leadership (Bass, 1994) 
and the organizational culture of the competing values   according to the Competing val-
ues   framework (Cameron, Quinn, 1998), were elaborated in detail in previous works by 
(Hasanovic et al. 2011, 2012). Bass (1996: 69-81) makes the important distinction be-
tween transformational and transactional organizational culture, the basis of prevailing 
concepts of transformational and transactional leadership. Howard (2004: 52) believes 
that leadership and organizational culture co-exist in the organization, and the use of 
transformational or transactional leadership is reflected in the different values, norms and 
behavior of employees. Transactional managers in the existing organizational culture fol-
low the existing rules, procedures and norms, while transformational leaders change the 
existing organizational culture with a new vision and revision of existing values, norms 
and opportunities. Burns et al (2006: 946) in a sample of 76 managers and 339 followers 
came to some very interesting results on the impact of transformational leadership in 
shaping a typology of organizational culture: transformational managers prefer to work 
in the Clan and Adhocracy cultures, non-transformational managers prefer to work in 
a Market and Hierarchies cultures, transformational leaders prefer creative working en-
vironment in terms of the unclear situation for its followers in the organization, non-
transformational prefer creative work environment only in terms of the clear situation to 
its followers. Transformational model of organizational culture is adaptable to the changes 
in the environment, so the change in organizational culture accepts as a challenge and an 
opportunity, not as a threat to the development of the organization (Bass, 1996: 85). In 
adaptable, innovative and desirable organizational culture, says Bass (1996:82), we love to 
see transformational managers who assume that followers should be trusted.

Table 1: Model of transformational leadership culture

Management factor Name the factor

I Idealizing influence Trust in the organization

II Inspiratory motivation Symbols, myths

III Intellectual stimulation Learning culture

IV Individual respecting Mutual relations

Source: Wallace, 2012: 14
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3. THE EMPIRICAL PART 
                    
3.1. Research paradigms, object, objectives, and hypotheses

Influences of organizational culture and transformational ways of managing to the perfor-
mance of secondary schools in Bosnia and Herzegovina are elaborated in the quantitative 
research paradigm. Empirical studies of organizational culture in the Bosnia and Her-
zegovina (Hasanovic et al, 2011, 2012) have detected a link between individual typolo-
gies of powerful organizational culture with the success of high school. Transformational 
leadership research methods (Hasanovic, 2009) have confirmed its high impact on the 
introduction of changes in the secondary schools in Bosnia and Herzegovina. In its study 
of changes in primary schools in Tuzla Canton, Agic (2009) found a direct dependence 
between training of leadership and schools’ commitment to changes. Establishing links 
between existing prevailing typology of organizational culture and transformational lead-
ership methods (Cameron, Quinn, 1998, Howard, 2004, Burns et al. 2006)), in terms of 
changes, would be of strategic importance for the adaptation of high schools to chang-
ing environment. Among others, the following research objectives has been set: to de-
termine the basic characteristics of the organizational culture of schools, i.e. what types 
of organizational culture are in a high degree of complementarity with transformational 
or non- transformational ways of managing high schools, to determine to which extent 
powerful or weak organizational culture of schools is correlated with low, medium or 
high level representation of transformational leadership and other ways. The hypothesis 
of basic research (Ho) states: “The organizational culture and transformational leadership 
interact and significantly impact the performance of secondary schools in Bosnia and 
Herzegovina in the process of strategic adapting to changes in the environment.” The basic 
hypothesis is precisely defined through elaborating hypotheses.

3.2. The research methodology, samples, methods and research instruments

In the scope of the quantitative research paradigm, a survey in the form of a unified ques-
tionnaire was realized which consists of a standardized questionnaire for the diagnosis 
and measurement of organizational culture - Organizational Culture Assessment Instru-
ment (Cameron, Quinn, 1998: 20-25), and a standardized questionnaire for the diagno-
sis and measurement of the degree of presence of transformational leadership methods 
- MLQ 6S (Multifactor Leadership Questionnaire - 6S) which was constructed as an ab-
breviated form by the Bass and Avolio in 1992 (Northouse, 2001: 156-157). The sample 
was representative and allowed the processing of attitudes and opinions of two groups 
a) Principals, and b) Teachers and associates in all fields who are directly involved in the 
educational process in school.

3.3. The most important data and research results

From the samples taken from the five schools as prevalent, there are Klan and Adhocracy 
cultures. For all five schools, a very high level (3.50) of transformational is characteristic, 
and transaction leadership level (2.53). A characteristic of a free-range model is a high 
leadership level (3.01). Three (A1, B1, B2) of the five schools are ranked as highly success-
ful high schools in Tuzla Canton.
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Figure 1: Relationship between prevailing typologies of OK Clan 
and Adhocracy and Free-range model 

Based on the average value of transaction leadership (2.53) it is possible to conclude that 
in these schools a so-called “Unstructured environment” exists (Burns et al, 2006: 946). 
In such an environment, in which rules of behavior and ways of performing tasks are not 
clearly defined, employees have fewer restrictions and more freedom in expressing their 
creative abilities. In this environment, transformational leaders with vision come into play. 
In two schools (B5, B6) from the sample as prevalent, there are Hierarchy and Clan 
cultures. Market culture in these schools has a maximum value of all the surveyed high 
schools, yet it is in the last place behind Adhocracy culture. For both schools, however, a 
high level (3.195) of transformational leadership and transaction leadership at character-
ize them (2.45). Free-range model characterize an intermediate level of leadership (2,822). 
These two schools (B5, B6) are low ranked mixed secondary schools. In these schools, 
there is already “a structured environment”. In such an environment, there is more bind-
ing code of behavior and way of performing tasks, and employees have less freedom in 
expressing their creative abilities.
Absolutely dominant culture have mixed secondary schools B1 and B2, because the pre-
vailing Clan culture in relation to second ranked Adhocracy culture are in range in values   
over 10 points, i.e. of 12,28 (B1) to 11.3 (B2) points. Schools that have absolutely dominant 
Clan culture typology (B1, B2) characterize a high level (3.065) of leadership (free-range 
model). In line with the theoretical findings (Burns et al., 2006), both high schools with 
absolutely dominant Clan culture (B1, B2), practice a very high level of transformational 
leadership methods (3.51), with values   ranging from 3.56 ( B1) to 3.46 (B2).
Authors of CVF model and questionnaire for the diagnosis and measurement of organi-
zational culture (OCAI) find that organizational culture is powerful only in a situation 
where all 6 (six) dimensions are in harmony with the prevailing and dominant type of 
culture in the organization (Cameron, Quinn, 1998: 25-40 ).
Based on the results of an empirical study, only four schools in the survey have a power-
ful organizational culture (A1, A2, B1, and B2). This means that all six dimensions of 
organizational culture in these schools are in line with the dominant Clan culture. All 
secondary schools with a powerful organizational culture characterize a high level (3.06) 
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of leadership (Free-range model), and a very high level of transformational leadership 
method, which is in line with theoretical expectations.

Figure 2: Comparative review of the harmonies of individual dimensions 
of organizational culture

4. RESUME

The results of an empirical study of organizational culture and transformational leader-
ship and non-transformational ways in secondary schools in Tuzla Canton, theoretical 
expectations were confirmed. In secondary schools, different types and levels of organi-
zational culture and levels of transformational and non- transformational leadership ex-
ist. Adhocracy and Clan cultures are complementary with high levels of transformational 
leadership; while organizational Market and Hierarchy cultures are complementary with 
medium and high level of non-transformational leadership.
The management team and staff at the school have a different perception of the interac-
tion of the prevailing typology of organizational culture and transformational leadership. 
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Schools committed to changing have one prevailing type of organizational culture that is 
highly complementary with transformational leadership method. Successful schools that 
committed to changes have powerful, harmonized organizational culture that is comple-
mentary to the high level of transformational leadership in all dimensions. Organizational 
culture and transformational leadership, in mutual interaction and based on research re-
sults have significant impact on the performance of secondary schools in Bosnia and Her-
zegovina in the process of adapting to changes in the strategic environment.
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