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Abstract— Previous researchers have had a long debate about 

the urgency of the application of transformational and 
instructional leadership models for educational organizations. 
Nevertheless, there is a stream of research that seeks to bridge 
the conflict by recommending the adoption of principal 
leadership in educational organizations. Principal leadership 
combines the advantages of transformational and instructional 
leadership applications in a leadership model. While it still has 
many contradictions in its form, the potential use of this 
leadership model needs to be explored further to get a useful 
leadership model in schools. This study aims to investigate how 
teachers respond to principal leadership practices. The response 
is assessed by principal leadership indicators that may be 
practiced naturally. This study using survey method to collecting 
the data with the help of questionnaires to high school teachers in 
North Sumatra, Indonesia. With purposive sampling and 
snowball techniques, this study received 352 responses. The 
responses are then tabulated and analyzed using factor analysis. 
The results of this study indicate the potential application of 
principal leadership in North Sumatra. The application of 
leadership principals systematically can increase the effectiveness 
of schools that will have implications for improving teacher 
performance and student achievement. 

Keywords— Principal Leadership, Potentiality of 
Implementation, School Effectiveness, North Sumatera 

I.  INTRODUCTION  
Various researchers consistently have found the school 

leader’s leadership has a positive impact towards student’s 
academic performance, even more than the impact which 
given by the school itself [1]. Those impacts gained by 
maximizing organization role, while school leader’s leadership 
is a crucial instrument to optimizing those organization 
function [2,3]. Therefore, the problem arises between weak 
leadership relationships with organizational capacity, making 
school effectiveness low, which in turn to reduce the positive 
impact of school leader’s leadership towards student 
achievement [1]. 

Previous studies have revealed that school leaders and 
school supervisors can use their power directly to control the 
teacher's teaching quality and ensure the delivery of materials 
according to school academic goals [4,5,6]. Moreover, the 

school leader also has the power to control various services at 
school to ensure the quality of academic services.  

Experienced by students [6]. At higher levels, such as 
districts/municipalities and provinces, leadership in 
professional education organizations can improve the 
effectiveness and efficiency of the organization in controlling 
the performance of school leaders, school supervisors and 
education boards in education provision innovation [7,8,9]. 
Therefore, leadership style and organizational design in the 
province, district/municipality, and school level are integral 
parts that cannot stand by itself. The synergic of various levels 
of leadership and educational organizations will be able to 
provide a conducive learning atmosphere which will reduce 
the level of stress in learning, maintain the growth of 
reasoning and students creativity. In various leadership 
studies, the instructional and transformational leadership 
models have dominated the empirical and normative studies 
about school leader’s leadership triumph [10,11].  

However, Leithwood [1] views both models of leadership 
not adequately shaping school effectiveness and revealing the 
need for research on alternative patterns about leadership 
distribution that possibly done between school leaders, 
department heads and the relative contribution toward school 
improvement with any offered alternative. Several other 
studies [2,4,10] offer a model of principal leadership that 
becomes an alternative between the conflict of instructional 
and transformational leadership models. Principal leadership 
model offers a leadership model adapted from the needs of the 
organization that in practice will be valuable in the various 
organizational contexts [2]. This view certainly in line with 
Hofstede’s [12] view which indicates that each region has 
different management culture, so the success of organizational 
management in developed countries is not necessarily 
appropriate in other regions. Therefore, to get an appropriate 
leadership model, it depends on the organization on which the 
leadership model will be used. [2] have examined the 
relationship between the principal leadership model and 
school effectiveness. However, as it is known, the concept of 
principal leadership model refers to the organizational 
characteristics or region. 
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The findings related to the principal leadership model must 
still be tested and developed further according to the regional 
characteristics [2]. This study aims to examining the potential 
dimensions of principal leadership on the implementation of 
leadership of school in Sumatera Utara. Identification of 
determinants from the principal leadership model not only will 
help to determine what leadership factors are appropriate for a 
region but moreover, this study can predict what the critical 
factors of leadership effectiveness. So in the future, it can 
contribute to best practices and the emergence of new 
knowledge of leadership in educational organizations. 

In the last two decades, the demand for the education 
sector to grow and develop continuously as other public 
sectors have strengthened their role in human development, it 
has enhanced the virtue of educational organization systems to 
be managed effectively [13]. Educational organization systems 
are increasingly complex as same as private sector 
organizations, so the task of leaders to manage and control 
these sectors became more specialized and needed [13]. To 
achieving good governance, requires right leader’s style or 
model. Meeting organizational characteristics with the proper 
educational organization design will maximize school 
performance in creating superior and competitive learners. 
Hence this study becomes an urgent and strategic fundamental 
study to achieve the suitability of leadership and educational 
organizations which in turn will enhance the competitive 
advantage of educational organizations in North Sumatera in 
particular and in Indonesia in general. 

II. THEORETICAL FRAMEWORK 

Previous studies indicate that the professionalism of 
educators and education personnel depends a lot on 
organizational commitment. Based on empirical studies that 
have been conducted, the organizational commitment can be 
built through leadership, organizational culture, and work 
motivation [14]. These findings are in line with the previous 
study of Sagala [15], who argued that the leader's power that is 
used correctly would be able to leverage (leverage) and 
influence members of the organization to achieve goals. Power 
must, of course, be developed by a basic understanding and 
ability to accurately analyze a context from various 
perspectives, such as social psychology, sociology, 
anthropology, politics, and so on. These capabilities make 
organizational leaders able to consider and design appropriate 
behavioral strategies and according to the characteristics of 
members that reflect the characteristics of the organization. 

Furthermore, Sagala [16] stated that a school development 
plan must be built in a participatory, transparent and 
accountable manner. This strengthens the responsibility of 
leaders and implies elements of organizational culture that 
must be present in the good governance of educational 
organizations. Organizational culture is not only built by the 
characteristics of members of the organization, but has a 
strong dependence on the leader figure to control the 
organization in a culture that supports the achievement of 
good governance and the achievement of effective 
organizations [16]. The strong role of the leader and the 
establishment of a healthy organizational culture will certainly 
immediately trigger the work motivation of members of the 

organization, a combination of aspects that simultaneously 
produce organizational commitment [16,14]. Commitments 
owned by educators and education personnel will in turn 
produce optimal educational services in building the nation's 
character [17]. 

Furthermore, Kingdon and Muzammil [18] (2012) 
reviewed the dynamics of educational organizations. Kingdon 
and Muzammil [18] argue that governance in educational 
organizations demands fair rewards, appropriate incentives, 
and professional development opportunities. These efforts will 
give teachers the chance to achieve competitive advantage in 
themselves and then be accountable for their performance in a 
transparent and accountable manner to leaders, parents of 
students, the community, and other stakeholders [18]. But to 
achieve competitive advantage teachers need space to move. 
The teacher cannot only act as the recipient of instructions. 
Kingdon and Muzammil [18] offer teachers to have political 
and legislative space through their representatives from 
teacher organizations. This situation gives teachers a 
bargaining position to develop their professionalism. From 
educational leadership and management, the concept does not 
have to be fully adopted. However, the essence of the teacher's 
space can be translated into the empowerment of teachers or 
schools as educational organizations following their 
competencies and competitive advantages. So that teacher 
performance will have implications for students' academic 
performance, while student performance is the primary key to 
school performance, and in turn, will have an impact on 
national education performance. However, primarily the 
biggest challenge for developing an educational organization 
is the state of the organization naturally and the ability and 
willingness of the organization to change or shift to a new 
culture [19]. While leadership is seen as the main factor that 
contributes to organizational success [20]. So basically 
leadership and organization are an integral part, and in the 
integration, these two variables influence and depend on each 
other. 

On the other hand, various studies suggest that the best 
leadership style and organizational design are those that are 
consistent with the natural characteristics of individuals and 
their organizations [19]. The concept is known as a 
contingency approach, both in the leadership model and in 
organizational design [21]. Various transformations, shifts, 
and dynamics of educational organizations themselves are 
demanding to update knowledge in the field of education 
management, and one of the implications of the development 
of science in this study is reinventing the leadership model and 
design of educational organizations. 

Bossert, Dwyer, Rowan, and Lee [22] asserted that 
referring to the contingency approach; no one managerial style 
is suitable for all schools. The concept supports the 
implementation of principal leadership styles that have 
developed since the 1980s and bridged the conflict between 
instructional leadership and transformational leadership. 
Researchers and academics, in general, have agreed that 
principal leadership has become an essential instrument in 
achieving school successes [23,24]. The principal leadership 
model offers a leadership model adapted based on 
organizational needs [24,2]. The initial concentration on the 
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principal leadership concept is to expand leadership to include 
other leaders such as vice principals, department heads, and 
teachers themselves [25]. The focus of attention is transferred 
from the leader to leadership by prioritizing the importance of 
delegation, collaboration, trust, and empowerment in school 
management so that the concept of leadership has formal and 
distributive aspects and shows that each teacher is a potential 
leader [26]. 

However, to achieve this situation, an area must identify 
what kind of leadership pattern will be following the 
characteristics of the school and the teacher in the area. 
Therefore, principal leadership practices will be adjusted to 
the problems faced by schools so that the impact of principal 
leadership practices will be useful in improving the 
performance of school resources and ultimately will enhance 
the learning performance of teachers in the classroom. 
Previous research has offered various dimensions that build 
essential leadership [2,1] which must be further identified to 
ascertain which dimensions which possible to be implemented 
in certain areas. The results of the analysis of these dimensions 
can then be used as a basis for leadership distribution, 
development of regulations, and determination of school 
organizational models. 

III. RESEARCH METHOD 

This study was collected 325 Respondents by using survey 
method. We use the questioner to collecting the respond data. 
Distribution of respondents by gender consists of 44 (12.39%) 
respondent are male, and 308 (87.61%) respondents are 
female. Distribution of respondents based on education level 
consisted of 215 (61.8%) respondents had bachelor degree and 
137 (38.92) respondents had master degree. The detail of 
demographic sample is observable in table 1 below. 

 
TABLE 1. Demographic Sample 

Descriptions Amount Percentage 
Age 1. 21 – 30 years 32 9.09% 

 
2. 31 – 40 years 205 58.24% 

 
3. 41 – 50 years 115 32.67% 

 
   

Gender 1. Male 44 12.39% 

 
2. Female 308 87.61% 

 
 

  
Education 1. Bachelor 215 61.08% 

  2. Master 137 38.92% 
 

The instrument in this study was adapted from Li’s et al. 
[2] principal leadership instruments with some changes to suit 
the research needs. Researchers adapted the instrument model 
Li et al. by adjusting the question items distributed with using 
5-Likert scale (strongly disagree, disagree, neutral, agree, 
strongly agree) to capture teachers’ perceptions of principal 
leadership. 

Furthermore, the collected data was analized using 
Confirmatory Factor Analysis (CFA) [27]. This study using 
IBM SPSS Statistics 18.0 to analyzing the CFA by the 
following steps: 

1. Test whether the data has a sufficient correlation 
matrix. The test was performed using a Bartlett of 
Sphericity or Kaiser-Meyer-Olkin Measure of 
Sampling Adequacy (KMO-MSA) test. The data has a 
sufficient correlation matrix if the significance value in 
the Bartlett of Sphericity Test < 0.000 or the KMO-
MSA value > 0.50. 

2. Interpreting and concluding correlation values between 
variables multivariate using Anti Image Matrices 
Correlation, with criteria: 1) MSA = 1 then the variable 
can be predicted without error by other variables, 2) 
MSA> 0.5 then the variable can still be predicted and 
can be analyzed more advanced and 3) MSA <0.5 then 
the variables are unpredictable and can not be analyzed 
further, or excluded from other variables. 

3. Interpret and summarize the value of Extraction on the 
Communality output that can indicate the validity of 
the factor. Extraction values explain how big each item 
is able to explain the factor. 

4. Analyze the score of eigen-value to determine how 
many factors will be formed. Each eigen-value > 1 then 
will form one factor. It can also be determined how 
much each factor is able to explain the variables that 
are formed. 

5. Analyze the component matrix values for grouping 
items. From Component Matrix can be determined 
correlation value of each variable with Factor formed. 

6. If that is formed at least 2 factors then the rotation 
should be done. Rotation to be performed using 
orthogonal Rotation method in Varimax form. 
According to Hair, et al. [27], varimax method proved 
very successful as an analytic approach to get an 
orthogonal rotation of a factor.  
 

IV. RESULT AND DISCUSSION 

CFA results indicate that 12 of the 33 observed items must 
be eliminated from data analysis because they have a loading 
factor of <0.4. Furthermore, of the 21 observed items 
produced five loading clumps which will then be referred to as 
constructs. Interestingly, the construct generated from this 
study shows changes in the composition of the construct from 
previous studies [2]. Previous research offered seven 
constructs of principal leadership while in this study the seven 
constructs were extracted into five constructs. However, if 
further identified, observed items removed into one construct 
have relatively similar characteristics. The results of the CFA 
analysis, in general, can be reviewed in the table 2 below. 
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TABLE 2. Rotated Component Matrixa 

Factors Component 
QM RD SM EC IL 

QM5 .780     
QM4 .758     
StM5 .686     
QM6 .640     
StM4 .575     
QM3 .521     
StM3 .518     
TD6  .736    
TD5  .667    
RD1  .570    
RD3  .526    
TD3  .526    
SM2   .738   
SM4   .737   
SM1   .716   
EC3    .769  
EC2    .681  
EC4    .596  
IL4     .765 
IL3     .760 
IL2     .626 
 

First, the quality management constructs extracted 
together with the staff management construct. Conceptually 
the activities that occur in quality management are quite 
intersecting with the concept of staff management. The 
managerial design of these two activities is generally built 
with various linear policies to maintain the quality of the 
performance of all academic staff and staff capacity building. 
Referring to Blasé and Blasé [29] and Murphy [23] these 
various policies are a form of indirect communication built by 
the principal with multiple regulations, guidelines, and 
systems that can be referred to by teachers as their 
professional performance standards. So that teachers can 
always measure the quality of their performance throughout 
their duty. In this study, researchers combined various 
observed items that were incorporated in this construct with 
quality management (QM) terminology.  

Second, the teacher development construct and 
development resource are extracted into one construct lump. 
In teacher education organizations are the primary resources in 
addition to infrastructure and stakeholders owned by the 
school [2,23]. The dynamics of the responses provided by 
respondents indicate that the actual position of human 
resources and non-human resources in schools in North 

Sumatra have the same characteristics as a construct. These 
findings will have implications for principal practices that 
provide integrated and continuous concentration on all school 
resources, both teachers, infrastructure, and stakeholders. This 
construct is incorporated in Resource Development (RD) 
terminology. 

Third, the strategic management (SM) construct is 
independent. However, of the four observed items submitted 
there was one observed item that did not meet the criteria 
(<0.4). This construct shows a relatively high loading value 
with numbers> 0.7. This figure shows that this construct is one 
of the critical factors in the potential principal leadership 
practices in schools in North Sumatra. In practice, strategic 
management is a primary managerial action that leads to 
strategic decision making. The strategic decision in question is 
decisions that can improve the competitive advantage of 
schools in producing excellent graduates. The decision making 
can be in the form of developing quality control, developing 
teacher capacity, collaborating with stakeholders [11,28], 
developing reward and punishment schemes, developing 
school information systems, and so on. So that it can be 
understood that the principal's ability to carry out strategic 
management is the key to the implementation of other 
principal leadership agendas such as quality control, resource 
development, and external communication. 

Fourth, the external communication (EC) construct consist 
of three observed variables. External communication is an 
essential variable in the current era of globalization. To be 
able to become a competitive school, schools must be able to 
capture market demands related to alumni competencies and 
to achieve these competencies, and schools will need the 
support of interested parties, such as parents of students, 
government, practitioners, and industry. Collaboration with 
various stakeholders makes schools able to carry out more 
dynamic learning both inside and outside of school. 
Stakeholders will always provide support to schools to 
develop students' competencies. Furthermore, if external 
communication has resulted in collaboration between schools 
and external parties, the school will continue to be in a circle 
that demands it to continue to increase school capacity [2,11]. 

Fifth, the Instructional leadership (IL) construct consists of 
three loading that meet the criteria. The third number obtained 
is quite large, namely two of them> 0.7 and one of them> 0.6. 
The figure shows that instructional leadership is the next 
dominant dimension in forming principal leadership. Previous 
research has revealed that in teacher education organizations 
have a dependence on explicit instruction in carrying out tasks 
[11,29]. Instructional leadership plays a role in assisting 
teachers in solving practical and tactical problems with quick 
feedback from the principal, besides instruction can also be in 
the form of direction involved in training, a community of 
practitioners, researchers, and learning innovations that lead to 
teacher development [23].  
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V. CONCLUSION AND RECOMMENDATION 

In the last two decades, the world of education has gained 
significant attention and urged it to proliferate as other public 
sectors [13]. These demands lead to the development of 
human resources. Meanwhile, in various educational 
organizations, several experts have agreed that leadership is a 
crucial instrument to maximize organizational functions 
including human resource development [1,2,3,4,5,6]. The 
stagnation of leadership practices immediately results in 
stagnation in the growth of school capacity. Unfortunately, the 
stagnation of the practice is linear with the stagnation of 
educational leadership theories that consume a lot of energy in 
the debate between transformational and instructional 
leadership in schools. Whereas in the last two decades 
leadership researchers have provided recommendations on 
alternative leadership models namely principal leadership 
[23,24]. 

This study explores the potential of principal leadership 
practices in North Sumatra by examining seven principal 
leadership constructs developed by Li et al. [2]. With the CFA, 
this study received confirmation of the seven constructs 
extracted into five key constructs that are relevant to the 
characteristics of educational organizations in North Sumatra. 
Therefore this study recommends policymakers to consider 
these five criteria so that they can be regarded as competencies 
that must be possessed by the principal. These constructs are 
Quality management, Resource Development, Strategic 
Management, External Communication, and Instructional 
Leadership. The principal must be able to carry out these five 
leadership instruments to help him produce effective and 
competitive schools. 

Practically this study can be used as a reference for 
regulators to complete the instrument of competency 
indicators in determining and appointing principals. 
Furthermore, principals can make the results of this study as a 
reference to improve the quality of governance in the 
organization they lead. Schools can implement various 
concepts proposed in this study, and further improvements 
will be made to achieve best practices. Furthermore, 
theoretically, this study has produced a relatively new idea in 
the repertoire of education management research in Indonesia. 
Researchers can then test these findings in practical 
implementation so that they can produce internal validity from 
a research finding. Further research can also explore these five 
variables into a structural research model that can be more 
implementable to be applied practically. 
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