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This study explores the characteristics of authentic school leaders in rural Romania and their impact on teacher 

efficacy. Rural schools in Romania face distinct challenges, including limited resources, socio-economic 

constraints, and difficulties in attracting and retaining qualified staff. Understanding how leaders navigate these 

obstacles to create a supportive educational environment is critical. The research addresses key questions: How 

do rural school leaders exhibit qualities such as transparency, ethics, efficacy, and self-awareness? What 

impact do these qualities have on teacher efficacy and professional growth? Data was gathered through surveys 

assessing leadership practices from the perspectives of both school leaders and their evaluators, considering 

different stages of teachers' professional practice (PP) and professional development (PD). The analysis 

revealed notable patterns, such as higher self-awareness among entry-level teachers and significant efficacy 

reported by mid-level teachers and those with 'gradul II' certification. These findings indicate a complex 

relationship between leadership practices and stages of teacher development. A significant observation was 

the disparity in transparency scores between 'gradul I' teachers and those with over 25 years of experience, 

suggesting areas for further research. Additionally, lower scores in ethics and efficacy among entry-level 

teachers point to the need for targeted support and development initiatives. The study highlights the critical 

role of authentic leadership in rural schools and offers insights into how effective leadership practices can 

strengthen teacher efficacy. By identifying strategic areas for improvement, the research provides valuable 

guidance for policymakers and educators working in challenging educational contexts. 

 

 

1. Introduction  

This paper forms part of a broader investigation 

into the impact of school leaders, with a focus on 

exemplary rural school leaders in Romania. It draws 

from my doctoral research conducted through the 

Doctorate in Educational Leadership program at 

Babeș-Bolyai University in Cluj Napoca. School 

leaders play a vital role in shaping the culture and 

structures of their institutions. Today, school 

leadership is increasingly recognized as crucial for 

driving educational change and improvement, often 

seen as second only to classroom teaching in 

influencing student learning outcomes (Leithwood et 

al., 1999). However, the complex responsibilities of 

school leaders present significant challenges to 

achieving sustained change at multiple levels (Harris, 

2002).  

While much of the existing research on school 

leadership comes from North America, Australia, and 

the United Kingdom, there is a growing interest in 

leadership practices within other cultural, 

international, and political contexts (Bush et al., 2006; 

Walker & Dimmock, 2002). Central and Eastern 

Europe, particularly Romania, is emerging as a 

promising area for leadership research due to its 

ongoing political and social transformation over the 

past two decades, which provides a unique setting for 

studying educational leadership (Bogler, 2007; 

Pashiardis, 2009). 

Rural school leaders in Romania face numerous 

challenges, such as professional and geographical 

isolation, difficulty in recruiting and retaining quality 

teachers, widespread poverty among students, and 

limited resources for those with special needs. 

However, they also operate in close-knit communities 

with less crime, where they are often viewed as local 

leaders (Preston & Barnes, 2017). Despite these 

obstacles, rural schools can offer ideal environments 

for learning due to smaller populations and 

personalized accountability, fostering closer 

relationships between students and teachers (Surface 

& Theobald, 2014). 

https://orcid.org/0009-0003-8335-7610
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One of the significant issues in rural schools is that 

teachers often teach outside their training areas or 

handle multiple grade levels, leading to reduced job 

satisfaction and higher turnover rates (Hobson et al., 

2009). This turnover, driven by factors such as 

poverty, instability, and the pursuit of better 

opportunities, undermines the cumulative experience 

of school staff and affects community cohesion 

(Dogaru & Neacșu 2013). Consequently, rural 

schools, typically characterized by small, isolated 

populations, often show lower achievement and less 

success in post-secondary education compared to 

urban schools (Coleman et al., 1966). 

Despite these challenges, rural principals are well-

positioned to drive educational, social, cultural, and 

behavioral changes in their schools. Their role requires 

balancing local needs with broader district goals, 

engaging deeply with stakeholders, and serving as 

both educational leaders and public figures in their 

communities (Lock et al., 2012). Improving the 

quality and stability of the teaching staff is essential to 

enhancing rural student achievement. 

2. Authentic Leadership Theory: Literature 

Review 

Educational leaders today carry significant 

responsibilities, not only for student achievement but 

also for teacher growth, school operations, and overall 

educational quality. Given the pivotal role of 

leadership, it is crucial to explore various leadership 

models to improve educational outcomes (Leithwood 

& Louis, 2012). Leadership in education, like other 

fields, requires a flexible approach, employing 

different perspectives and behaviors to address diverse 

challenges (Northouse, 2021). In the rural Romanian 

educational context, this style has proven particularly 

powerful. For instance, a principal in a rural Romanian 

school exerts his/her influence by modelling desired 

behaviors, which directly enhance teacher capacity 

and efficacy (Catalano, 2020). This approach has 

proven effective in fostering beneficial habits among 

teachers, who are encouraged to reform their attitudes 

and behaviors rather than focusing directly on 

students, which can often lead to resistance.  

The concept of authentic leadership was first 

introduced by Bill George in his books, where he 

outlines five dimensions: understanding purpose, 

practicing values, leading with heart, building trusting 

relationships, and demonstrating self-discipline 

(George, 2003; 2007). George’s work emphasizes 

self-awareness and emotional intelligence as key 

components of authentic leadership. Other scholars 

have expanded on George’s ideas, integrating 

authenticity with broader leadership theories. They 

argue that leaders, especially in education, play a 

critical role in identity formation for themselves and 

their teams by leading with purpose, emotional 

intelligence, and ethical integrity (Bennis, 2009). This 

framework is particularly relevant in education, where 

leaders are tasked with not only administrative 

responsibilities but also shaping the development of 

others. Authentic leaders, by prioritizing values such 

as happiness, motivation, justice, and spirituality, 

inspire authenticity in their followers, who in turn 

grow into leaders themselves (George, 2003). Thus, 

the concept of authentic leadership continues to 

evolve, offering a powerful model for modern 

educational leadership (Northouse, 2021). 

Authentic leadership (AL) has emerged as a 

promising model, gaining attention in business and 

management for over 20 years. Rooted in ancient 

ethics and morality, AL has evolved into a leadership 

theory that incorporates elements of transformational, 

charismatic, servant, and ethical leadership (Avolio & 

Gardner, 2005). AL emphasizes self-awareness, 

transparency, and balanced decision-making, 

positioning it as an effective and morally grounded 

leadership style (Gardner et al., 2011). It promotes 

well-being, performance, and positive organizational 

outcomes, making it highly relevant in today’s rapidly 

changing world (Luthans & Avolio, 2003). While 

research on AL in education is still emerging, its 

potential to enhance teaching, student learning, and 

school performance makes it a compelling subject for 

further study (Begley, 2006). Authentic leadership's 

focus on ethical behavior and transparency can foster 

collaboration, improve morale, and ultimately support 

positive student outcomes. Continued research is 

necessary to fully understand its benefits and develop 

strategies for effective implementation in education 

(Shamir & Eilam, 2005).  

Romanian educational initiatives aim to improve 

the quality of new teachers and enhance the skills and 

knowledge of existing educators, particularly in small-

group and individual settings. Educational leaders play 

a crucial role in this by fostering a culture of 

continuous improvement among their followers, 

which ultimately leads to better student outcomes. 

Research suggests that leaders often possess strong 

values and beliefs (Bass, 1985; Leithwood, 1992). 

These leaders may initially lack commitment to a 

cause but, upon recognizing the importance of school 

development, become deeply dedicated to educational 

enhancement as a mission.  
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The purpose of this research is to highlight the role 

of school leaders in rural Romania, a context marked 

by unique challenges. Using a mixed-method analysis, 

the study explores the significant impact these leaders 

have on teachers and the broader school community. It 

focuses particularly on teacher efficacy, an outcome 

that many consider the most critical influence a leader 

can have. Teachers with high efficacy are more 

resilient, goal-oriented, and likely to inspire similar 

traits in their students, leading to improved student 

motivation and achievement. High teacher efficacy 

also correlates with greater retention and commitment, 

underscoring the importance of understanding how 

leaders can enhance these qualities among educators. 

Influence of Authentic Leaders on Teacher 

Efficacy and Retention 

Authentic leadership fosters a positive 

organizational climate by creating trust, respect, and 

empowerment, which drives higher performance. 

Authentic leaders build meaningful connections, 

communicate openly, and demonstrate credibility 

while acknowledging the strengths of others. In the 

educational context, this leadership approach 

empowers staff to fully engage with the school's 

mission, enhancing school effectiveness and 

improving student learning outcomes. By promoting 

creativity, collaboration, and innovation, authentic 

leadership creates a nurturing and successful 

educational environment. This style of leadership 

cultivates a positive, inclusive climate where all 

members of the educational community feel valued 

and motivated to contribute. Authentic leaders 

prioritize transparency and open communication, 

fostering psychological safety and encouraging honest 

exchanges. This trust-based environment strengthens 

relationships and encourages collaboration, resulting 

in a cohesive, harmonious school culture. As a result, 

students’ academic success and social well-being are 

positively impacted, and educators feel supported in 

their professional growth.  

Authentic leadership also emphasizes mentorship 

and professional development, with leaders guiding 

team members through challenges while modelling 

integrity and resilience. This leadership approach 

nurtures continuous improvement and learning, 

encouraging individuals to embrace critical thinking, 

take risks, and innovate. Such a culture not only drives 

progress but also inspires entrepreneurship and 

creative problem-solving, transforming the school into 

a hub of innovation. Collaboration is another 

cornerstone of authentic leadership. Leaders unite 

diverse individuals around common goals, leveraging 

their complementary skills to achieve extraordinary 

results. This inclusive environment values diverse 

perspectives and fosters a deep sense of belonging. 

Ultimately, authentic leadership creates a foundation 

for lasting change, fostering an educational 

community that is resilient, innovative, and united in 

pursuit of a shared vision for success. 

By embracing the principles of self-awareness, 

relational transparency, moral integrity, and balanced 

decision-making, authentic leaders strengthen trust 

and inspire stakeholders to fully commit to the 

school’s mission. This unity boosts school 

performance, enabling the community to overcome 

challenges with resilience and achieve sustainable 

success. Authentic leadership transforms schools into 

thriving educational environments, benefiting 

students, educators, and the wider community. 

Several studies indicate that heightened job stress 

is associated with decreased job satisfaction and 

increased turnover. In fact, teachers who experience 

greater stress caused by isolation, role conflict, role 

ambiguity, and work overload are more likely to leave 

the profession. Authentic leadership contains a stress 

management rationale that should reduce the stress 

experienced by faculty members, contributing to job 

satisfaction. Helping teachers find meaning in their 

work, encouraging active learning on the part of 

students, and fostering a positive climate should all 

work to reduce teacher stress and increase job 

satisfaction. Therefore, we propose that authentic 

leadership will be negatively related to teacher 

turnover and job satisfaction. Based on empirical 

evidence, it is clear that stress management through 

authentic leadership is essential to ensuring teacher 

retention and job satisfaction. Authentic leadership 

focuses on creating an environment of openness, trust, 

and a shared sense of purpose, all of which can help in 

reducing the levels of stress that teachers experience 

in their roles. This approach aims to instill a sense of 

value and worth in teachers, resulting in higher job 

satisfaction and a greater likelihood of remaining in 

the profession. By providing the necessary support and 

encouragement, authentic leadership can alleviate the 

pressures that teachers face and create a more positive 

and fulfilling work environment. Through this 

approach, the overall well-being of teachers can be 

improved, leading to a more stable and content 

workforce, as well as higher quality education for 

students. Therefore, authentic leadership emerges as a 

crucial factor in addressing the issue of teacher stress 

and job satisfaction, ultimately contributing to greater 
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retention and overall effectiveness in educational 

institutions. 

Recently, new attention has been directed at the 

investigation of factors and conditions related to 

retention or voluntary attrition of teachers. While 

earlier studies focused on demographic and job-related 

variables such as relatively low levels of job 

satisfaction, opportunities for professional growth, 

dissatisfaction with administrative leadership, 

inadequate decision-making, and lack of influence 

(Tschannen-Moran & Gareis, 2015), authentic 

leadership may predict substantially higher levels of 

such important psychological states as meaningfulness 

and psychological empowerment than transactional 

and transformational leadership (Avolio & Gardner, 

2005). In fact, authentic leadership primarily is 

concerned with facilitating high levels of subjective 

psychological well-being involving positive self-

evaluation, self-regulation, and emotional 

management. It should facilitate job satisfaction, and, 

in the case of teachers, educating youth in a developing 

self-concept that is crucial for centralized self-

regulation will result in high levels of life and job 

satisfaction as well. In conclusion, authentic 

leadership is pivotal in creating a positive and 

empowering environment for teachers, leading to 

greater satisfaction and well-being for both educators 

and students. This can ultimately boost retention rates 

and improve the overall educational experience for 

everyone involved. 

3. Methodology 

This exploratory case study, as defined by 

Merriam (1998), was designed to examine leadership, 

context, and their influence on organizational culture 

in a rural Romanian school. The study focused on 

understanding how a leader’s authentic behaviors 

impacted various facets of the school organization. 

The case study approach was chosen to highlight the 

voices of key participants, particularly the rural school 

leader, and to enable a comprehensive exploration of 

leadership dynamics over an extended period (one 

academic year). This methodology allowed 

participants to express their ideas, concerns, and 

frustrations in their own terms through interviews and 

surveys, leading to a deeper understanding of the 

issues being examined. 

3.1. Research questions 

The study sought to answer two primary research 

questions:  

(1) How do leadership practices impact teachers' 

professional practices and development in Romanian 

rural schools?  

(2) What are the critical success factors associated 

with authentic leadership that enhance school efficacy, 

as perceived by teachers in these schools?  

3.2. The aims of the research 

The aim was to provide a detailed description of 

the qualities of authentic leadership and to assess how 

a headteacher could influence teacher capacity and 

efficacy. Data were gathered through leader 

interviews, observations, and teacher surveys using 

the Authentic Leadership Questionnaire (ALQ). This 

mixed-method approach, combining both qualitative 

and quantitative methods, facilitated an in-depth 

understanding of how the leader interacted with staff 

and the broader school community. 

The initial phase involved administering the ALQ 

survey to teachers to gather their perspectives on 

principal leadership styles and their involvement in 

decision-making processes. The survey focused on 

dimensions such as transparency, moral and ethical 

standards, balanced decision-making, and self-

awareness. The same survey was administered to 15 

rural school principals to compare their self-

assessment with their staff’s perceptions. To validate 

these findings, seven individual interviews were 

conducted in each school, focusing on the same 

leadership dimensions as the ALQ survey. These 

interviews provided rich, qualitative data that 

complemented the quantitative survey results, 

ensuring the robustness of the study's findings. 

3.3. The sample of participants 

The study's sample included 15 headteachers who 

had been in their roles for at least three years.  

A judgmental sampling approach, as 

recommended by Cohen et al. (2007), was used to 

select participants based on their demonstrated 

commitment to authentic leadership and its perceived 

impact on their schools. This purposeful sampling 

ensured that the headteachers chosen had meaningful 

insights into the relationship between authentic 

leadership and teacher capacity and efficacy. All 

participants provided formal consent, ensuring ethical 

standards were maintained throughout the research 

process.  

3.4. Data Collection 

The data collected in this study were derived from 

individual, semi-structured interviews, observations, 
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and interview notes. Interviews, described as the 

primary data collection technique, are viewed as an 

especially effective way of understanding the 

cognitive processes and influence patterns of school 

leaders because they enable the researcher to explore 

the beliefs, meanings, and subjective experiences of 

interviewees. These interviews were held with the 

researcher in 2024 and each lasted between 30 to 60 

minutes. The interviews took place via ZOOM 

platform.  

All interviews were transcribed into text form and 

put into hard copy binders for easier access and 

analysis. 

The aim of the study was to gain a thick description 

of the qualities of an authentic leader and of their 

efficacy. We believed that gathering data from 

leaders’ interviews, observation, and the collection of 

teachers’ data using a well- recognized instrument 

(Authentic Leadership Questionnaire) would enable us 

to gain a more in-depth understanding of the leader's 

interaction with the staff and the impact of these 

interactions with the wider school community. The 

surveys- Authentic Leadership Questionnaire 

(Walumbwa et al., 2008) - are under copyright from 

www.mindgarden.com and were collected via the 

internet. 

4. Findings  

This research reinforces the argument that school 

leadership plays a critical role in developing teacher 

capacity, particularly in Romanian rural schools. By 

analyzing the leadership characteristics of successful 

schools in comparison to less successful ones, the 

evidence suggests that an authentic leadership profile 

is ideal for fostering teacher development and 

improving school outcomes. Leaders in these schools 

focus on sustained improvements in student 

performance, aligning with the characteristics of 

authentic leadership. Based on the data from the 

Authentic Leadership Questionnaire (ALQ) for 15 

principals, the overall means across the four 

dimensions—transparency, ethics, balanced 

processing, and self-awareness—are fairly similar, 

ranging from 2.84 to 2.96. This indicates that the 

principals generally perceive themselves as 

moderately competent in all aspects of authentic 

leadership, with no one dimension standing out as 

significantly higher or lower. The standard deviations 

for these dimensions range from 0.72 to 0.86, 

indicating moderate variability in self-assessments 

among principals. Transparency (mean = 2.84, SD = 

0.83) reflects how openly principals communicate 

with their teams. Although the mean suggests 

moderate transparency, there is room for 

improvement. The variability in responses indicates 

that while some principals view themselves as 

transparent, others are less confident in this area. 

Ethics (mean = 2.96, SD = 0.72) shows that principals 

perceive themselves as ethically strong, with less 

variability in responses compared to transparency, 

suggesting a consensus among principals regarding 

their moral leadership. Balanced processing (mean = 

2.89, SD = 0.82) measures principals’ confidence in 

their decision-making abilities. The moderate mean 

reflects a sense of effectiveness in leadership, though 

the variability suggests differences in self-perception. 

Finally, Self-awareness** (mean = 2.87, SD = 0.86) 

shows the greatest variability, indicating that while 

some principals are highly self-aware, others are less 

clear about their strengths and weaknesses.  

Interestingly, the data from the followers' 

perceptions align closely with the principals’ self-

assessments, reinforcing these findings. Transparency 

(mean = 2.84, SD = 0.83) refers to how openly 

followers believe the principals communicate and 

share information. The ALQ data, analyzed by years 

of experience among followers, reveals notable trends 

and variations across professional stages. These 

findings highlight how perceptions of leadership—

across dimensions like transparency, ethics, balanced 

processing, and self-awareness—shift with experience 

in the educational field. For transparency, those with 

over 25 years of experience rated it highest (mean = 

2.93), closely followed by the 0-5 years group (mean 

= 2.87), suggesting that both newer and highly 

experienced educators perceive principals as relatively 

transparent. In contrast, followers with 10-25 years of 

experience rated transparency lower (mean = 2.71), 

which may indicate differing expectations or 

experiences in mid-career. Regarding ethics, the 

highest ratings came from the 5-10 years (mean = 

3.02) and over 25 years (mean = 3.07) groups, 

reflecting a strong consensus about ethical leadership 

among mid-career and senior educators. The lowest 

ratings came from the 0-5 years group (mean = 2.75), 

possibly due to limited exposure to leadership 

decisions. In terms of balanced processing, followers 

with 5-10 years of experience rated it highest (mean = 

2.96), while newer teachers (0-5 years) rated it lowest 

(mean = 2.71), suggesting that newer teachers may 

have higher expectations or less trust in decision-

making processes. Finally, for self-awareness, the 0-5 

years group rated principals highest (mean = 3.07), 

while those with 10-25 years rated it lowest (mean = 

http://www.mindgarden.com/
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2.72), suggesting more critical evaluations from mid-

career educators. 

Based on the data from ALQ, several conclusions 

can be drawn regarding followers’ perceptions of 

leadership across different stages of professional 

development (PD): Entry Level, Definitivat, Gradul II, 

and Gradul I.  In terms of transparency, the Entry level 

group rated principals the highest (mean = 2.96), 

suggesting that newer educators perceive their leaders 

as open and communicative. In contrast, the Gradul I 

group rated transparency the lowest (mean = 2.75), 

indicating that more experienced educators may have 

higher expectations or are more critical of their 

leaders' openness. This group also showed the highest 

variability (SD = 0.95), reflecting diverse opinions on 

transparency. Regarding ethics, the Gradul II group 

gave the highest ratings (mean = 3.08) with low 

variability (SD = 0.42), indicating a strong consensus 

among mid-career educators that principals act 

ethically. Conversely, the Entry Level group rated 

ethics slightly lower (mean = 2.80), possibly due to 

their limited experience with leadership decisions. In 

terms of balanced processing, Gradul II followers 

rated this dimension the highest (mean = 3.13), 

suggesting that mid-career educators perceive 

principals as more inclusive in decision-making. 

Meanwhile, the Definitivat group rated balanced 

processing the lowest (mean = 2.73), implying a need 

for improvement in considering multiple perspectives. 

Lastly, self-awareness was rated highest by the Entry 

Level group (mean = 3.20), reflecting a perception of 

openness to feedback in early leadership stages, while 

the Gradul I group rated it lowest (mean = 2.61), 

showing greater criticism from experienced educators. 

5. Discussions 

The comparison between the followers' 

perceptions and the principals' self-assessments 

reveals notable similarities across key leadership 

dimensions. The identical mean scores for 

transparency, ethics, efficacy (or balanced 

processing), and self-awareness indicate a strong 

alignment between how principals view their 

leadership and how followers perceive it. This 

congruence suggests that principals have a relatively 

accurate self-assessment of their leadership 

performance. However, the standard deviations reveal 

important nuances. Self-awareness exhibits the 

highest variability (SD = 0.86) in both groups, 

suggesting a divergence in perceptions. While some 

staff members view their principals as highly self-

aware, others may detect a disconnect between the 

principals' intentions and their actual behavior. In 

contrast, ethics demonstrates the lowest variability 

(SD = 0.72) in both groups, indicating a consensus that 

principals lead with integrity (Brown, 2006), a crucial 

aspect of authentic leadership. Transparency, with a 

moderate level of variability (SD = 0.83), highlights a 

potential area for improvement. The similar scores 

across both groups suggest that transparency in 

communication and decision-making processes may 

not be fully realized, and there is room for principals 

to enhance openness and clarity within their 

organizations (Gardner et al., 2011). These findings 

underscore the importance of nuanced leadership 

development in fostering both ethical leadership and 

transparent communication.  

The alignment between principals' self-

assessments and their followers' perceptions, as 

evidenced by the identical mean scores across key 

leadership dimensions, suggests that principals 

generally have an accurate understanding of how their 

leadership is viewed (Walumbwa et al., 2008). This 

consistency is a positive indication of leadership 

awareness, demonstrating that principals are attuned to 

how their leadership behaviors are perceived within 

their schools. However, there are also areas for 

improvement. For example, while both groups agree 

on the general accuracy of the assessments, the higher 

variability in self-awareness (SD = 0.86) suggests that 

not all followers perceive their principals as 

consistently self-reflective or responsive to feedback. 

This aligns with findings from Gardner et al. (2011), 

who argue that discrepancies in self-awareness can 

hinder the effectiveness of authentic leadership. 

Furthermore, the moderate variability in transparency 

highlights the need for principals to improve their 

communication practices, as transparent leadership 

fosters trust and collaboration (Gardner et al., 2011).  

The strong consensus around ethical leadership is 

encouraging, as ethical behavior is a critical 

component of effective leadership and is often viewed 

consistently by both leaders and followers (Brown, 

Treviño, 2006). However, balanced processing—

while not rated poorly—suggests that principals could 

benefit from further development in how they engage 

with and consider diverse viewpoints before making 

decisions. Encouraging participatory decision-making 

processes, where followers are invited to share their 

insights, could enhance both trust and school culture 

(Walumbwa et al., 2008). 
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5.1. Professional Practice and Perception of 

Leader 

The relationship between years of experience in 

education and scores on the ALQ has been the subject 

of some research, though the findings are not 

universally consistent. Some studies suggest that years 

of experience in educational leadership can impact 

self-perceptions of authentic leadership, while others 

show that this connection may be more nuanced or 

moderated by other factors such as professional 

development, mentoring, or leadership training. 

Several studies imply that leaders with more years of 

experience tend to score higher on dimensions like 

self-awareness and balanced processing (Gardner et 

al., 2011). More experienced leaders may have 

developed a deeper understanding of their own 

strengths and weaknesses and be more attuned to the 

perspectives of others. Those with more than 25 years 

tend to rate principals higher on transparency, ethics, 

and balanced processing, which may reflect their long-

term understanding and alignment with institutional 

values. In contrast, the mid-career group (10-25 years) 

consistently rates these dimensions lower, possibly 

indicating disillusionment or more critical 

assessments developed over time. The variability in 

perceptions highlights the importance of targeted 

leadership strategies that consider the professional 

stage of followers. Principals may need to adjust their 

leadership approaches to bridge gaps in perception, 

particularly in transparency and self-awareness, 

where differences across experience levels are most 

pronounced.    

During the interviews, principals highlighted the 

efforts to keep young teachers in their schools, by 

offering mentorship, guidance, coaching and even 

leadership roles: Transparency is not just about 

sharing information; it's also about listening and 

responding to the concerns of our community, shares 

one of our principals. Yet, they face a high turnover 

rate, mostly among teachers in their 5th to 10th year of 

practice. This highlights the need for leadership 

strategies that evolve and adapt to meet the changing 

expectations and experiences of teachers as they 

progress through their careers. This analysis 

underscores the importance of continuous leadership 

development to align with the evolving expectations 

and experiences of educators at various career stages.  

While there is some scientific data suggesting a 

link between experience and aspects of authentic 

leadership, particularly self-awareness and balanced 

processing, the evidence is not entirely consistent 

across studies. More research is needed to 

conclusively determine how, or if, years of experience 

directly influences ALQ scores, particularly in the 

educational context. 

5.2 Professional Development and Perception of 

Leader 

In the Romanian educational system, teachers' 

professional development follows a structured 

progression through several key stages. The first stage, 

the debut, applies to teachers with 0 to 2 years of 

experience, where they familiarize themselves with 

the educational environment and develop foundational 

teaching skills. The next stage, definitivat, occurs after 

2-5 years, during which teachers solidify their skills 

and pass an examination to achieve career stability. 

Following the definitivat, teachers can pursue further 

development through Gradul II and Gradul I. Gradul 

II, available at least 3 years after definitivat, involves 

evaluating advanced teaching competencies and 

completing specific projects. Gradul I represents the 

highest level of professional advancement, achievable 

at least 3 years after Gradul II. This stage requires 

intensive preparation, including the completion of a 

dissertation. These stages ensure continuous 

professional growth, maintaining high educational 

standards and encouraging teachers to continually 

enhance their skills to meet evolving challenges. 

When examining professional development and its 

impact on leadership dimensions using the Authentic 

Leadership Questionnaire, the relationship between 

these factors has been explored to varying extents, 

though the evidence is mixed. Some studies show a 

direct link between professional development and 

higher scores in self-awareness on the ALQ. Leaders 

who engage in structured development programs, 

particularly those focused on reflective practices and 

feedback, tend to score higher in this dimension 

(Avolio & Gardner, 2005). Professional development 

opportunities, such as coaching or leadership 

workshops, often emphasize the importance of self-

awareness in effective leadership. In their interviews, 

the principals highlighted the idea of retaining 

qualified and dedicated teachers, to create an optimal 

learning environment: We must all pull together, in the 

same direction. Professional development in ethical 

decision-making and leadership principles has been 

shown to positively affect scores on the moral/ethics 

dimension of the ALQ. Training programs that include 

ethical dilemmas or discussions of values-based 

leadership can help principals align their behaviors 
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with ethical standards, thus improving their perceived 

ethical leadership (Walumbwa et al., 2008).  

The specific effects of professional development 

on transparency and balanced processing are less well-

documented. While these aspects can be inferred as 

improving through training that emphasizes 

communication and decision-making skills, there is 

limited direct scientific evidence linking these 

dimensions to formal professional development 

interventions. 

6. Implications for Practice 

It is suggested that the most effective way to 

improve an aspect of the school is through focused 

learning by both the leader and other members of the 

school community. Taking aspects from the Social 

Cognitive Theory (Bandura, 1977), the leader should 

aim to increase the collective efficacy of the school. 

This can be attempted through the creation of a 'critical 

mass' of individuals who are able to visualise and 

implement a course of action. A powerful way to 

commence this is through a mentoring relationship 

with a skilled and experienced individual. One-to-one 

or group mentoring can be an effective way to transfer 

knowledge and efficiency. An extension of this is to 

establish communities of practice among teaching 

staff. This can be done in a formal sense with 

organised meetings, or in an informal sense by 

creating a culture of shared learning. An integral part 

of this process is reflection, and this should be built 

into every learning activity as teachers who 

evaluatively reflect upon their work will show higher 

levels of efficacy and student outcomes (Tschannen-

Moran et al., 1998). Let’s take the mid-career cohort, 

for example. This cohort demonstrates a strong 

commitment to the teaching profession, as evidenced 

by their continued professional growth and high sense 

of efficacy. Their engagement in professional 

development activities indicates a dedication to 

lifelong learning. The high efficacy scores suggest that 

these teachers are likely to have a significant positive 

impact on student learning outcomes. Their 

confidence and competence enable them to effectively 

engage students and foster a productive learning 

environment. Teachers in this cohort often serve as 

role models and leaders within their schools. Their 

high efficacy allows them to take on leadership roles, 

mentor other teachers, and contribute to the overall 

improvement of the school community.  These 

teachers are well-equipped to handle classroom 

challenges, support student learning, and contribute to 

the professional growth of their colleagues. 

Educational institutions should continue to provide 

opportunities for professional development and 

support systems to maintain and further enhance the 

efficacy of teachers at this stage. This focus on teacher 

development will help sustain high levels of teaching 

quality and positively impact student achievement. 

Recommendations for school leaders should 

provide practical suggestions that could be 

implemented in the daily functioning of the school. 

Describing a way to transform the school is a 

compelling idea, but often it is difficult for a school 

leader to determine where to start. A strategy that 

involves small incremental steps may be more feasible 

and, perhaps ironically, more sustainable in the long 

term.  

In the case of new teachers- for example- there is 

a clear need for targeted training programs focused on 

ethics. These programs should provide practical, 

scenario-based training to help new teachers develop 

confidence and competence in ethical decision-

making. Establishing mentorship programs where 

experienced teachers guide new teachers through 

ethical challenges can help improve their 

understanding and application of ethical standards. 

Also, continuous professional development and 

support focused on ethics throughout the early stages 

of a teacher’s career can help bridge the gap between 

theoretical knowledge and practical application. 

It may be beneficial for school leaders to reflect 

upon their status and assess the stage of development 

of their school. This may include consultation with 

senior staff members and the school community. An 

honest appraisal may reveal that the school is not 

effectively serving the needs of the local community 

and the students within it. It is from this point that a 

vision for the school as a learning community can be 

developed. The school leader should consider the 

implications of this vision and how it can best be 

translated to benefit the teachers and students.  

The improvement of student learning outcomes is 

often seen to measure the effectiveness of the school 

and its teachers. An improvement in this area often 

results in increased satisfaction and esteem for all 

members of the school community. Therefore, the 

focus should not be solely on the students but on how 

to improve student learning by firstly enhancing 

teacher efficacy. 

7. Conclusions 

The true change in culture and increased teacher 

capacity has been most notable with reforms which 
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have had a structural effect on teaching norms and 

values and increased student achievement. As the 

process of reform began with gaining access to and 

understanding teaching and learning, and then aligning 

these processes with the goals and conditions that 

needed to be achieved. This leader has increased the 

level of teacher professionalism and efficacy 

beginning with the upgrading of teacher skills and 

knowledge and clarifying the importance of teachers 

as leaders. This is the most crucial step in the 

development of teacher growth and currently studies 

teacher learning in professional communities and how 

this can affect student learning. Steps taken to build 

leadership capacity through staff development and 

additional responsibilities have been quite successful 

and identified the potential for teacher leadership, 

although this has yet to be fully realised. 

This leader displays charisma and has provided 

much support both professionally and personally to 

staff members. The leader has increased teacher 

awareness and involved them in the process of reform 

through recruiting informed consent and involvement 

in decision-making and developing sense ownership 

opportunities in which teachers engage more deeply in 

work within the context of shared decision making. 

This leader continuously seeks information on 

effective practices and displays a continual effort to 

improve knowledge and skills through staff 

development opportunities. 

Through sketching a profile of a Romanian rural 

school leader and their influence on teacher capacity 

and efficacy, the leader has an essential impact in the 

development of teacher capacity and efficacy. This 

leader displays the characteristics of an authentic 

leader through providing a clear vision and high 

expectations for students and staff and providing 

intellectual stimulation as they seek to break the status 

quo and seek alternatives in scheduling, and in 

providing professional development opportunities to 

forge greater teacher skills and knowledge in subject 

matter and teaching techniques. 
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