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Abstract. In the dynamic outlook of current educational management, 
pedagogical leadership, interpersonal relationships and organisational 
climate emerge as fundamental pillars for institutional success. This 
research explores the intricate interconnection between these three crucial 
elements in the context of public elementary schools in the Aymara region 
of Perú. The methodology used corresponds to the quantitative approach 
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and a descriptive-correlational design. The study analysed the 
perceptions of 125 teachers from six primary educational institutions by 
applying validated questionnaires. The findings reveal significant 
correlations between the variables; a high positive relationship between 
pedagogical leadership and interpersonal relationships (r=0.99), between 
pedagogical leadership and organisational climate (r=0.99), and between 
interpersonal relationships and organisational climate (r=0.96). It is 
concluded that there is a high degree of positive relationships between 
the three variables. These results validate the hypotheses put forward and 
underscore the critical importance of leadership in creating a harmonious 
and productive educational environment. The implications of this study 
are profound, highlighting how effective leadership can catalyse positive 
interpersonal relationships and, consequently, foster a healthy 
organisational climate, resulting in a cordial atmosphere for the 
educational community. Based on social and emotional skills, this 
synergy emerges as the key to achieving institutional goals in today's 
challenging educational environment. The analysis provided offers a 
solid foundation for future research and implementing more effective and 
holistic educational management strategies. 

 
Keywords: organisational climate; management team; pedagogical 
leadership; interpersonal relationships; teamwork 

 
 

1. Introduction 
Educational management in the 21st century faces complex challenges that 
require pedagogical leadership that adapts to rapid social and technological 
changes. These leadership practices in various organisations have undergone a 
significant transformation in the wake of the COVID-19 pandemic, marking a 
turning point in institutional management. This global event has catalysed 
profound changes in multiple aspects, including communication, logistics, 
socialisation, teamwork, learning and self-management of technological 
resources. 

The pandemic created unique challenges for schools and their leaders, challenges 
that were neither anticipated nor addressed by the accumulated knowledge base 
of educational leadership research (Karakose et al., 2024). These unprecedented 
challenges tested the adaptability and resilience of educational leaders, forcing 
them to rethink and reinvent their management strategies in a context of 
uncertainty and constant change. This situation not only revealed the limitations 
of traditional leadership models but also opened new avenues for innovation and 
the development of more flexible and adaptive leadership competencies, essential 
in navigating the complex post-pandemic educational landscape. In this context, 
the interrelation between pedagogical leadership, interpersonal relationships and 
the organisational climate emerges as a crucial factor for achieving institutional 
goals, the wellbeing of educational actors, the effectiveness of teaching-learning 
processes, teacher professional development and student achievement (Bush, 
2020). 

At the global level, United Nations Educational, Scientific and Cultural 
Organization (UNESCO) (2016) has emphasised the need to strengthen 
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educational leadership to achieve the Sustainable Development Goals through 
SDG 4 on quality education. Countries like Finland and Singapore stand out for 
their effective educational leadership practices. In Finland, teachers' distributive 
leadership and professional autonomy have contributed to high academic 
performance and job satisfaction (Sahlberg, 2015) while Singapore implemented a 
leadership development system that identifies and cultivates talent from the early 
stages of the teaching career (Ng, 2017). In Ontario (Canada) the implementation 
of a systemic leadership approach has significantly improved student 
achievement and school climate, one of its four components being the focused 
direction to build a collective purpose (Fullan & Quinn, 2015). Furthermore, in 
Australia, the School Leadership Framework has provided a solid foundation for 
the development of influential educational leaders (Mulford, 2008). 

However, many educational institutions still face challenges in implementing 
effective leadership practices and creating organisational climates conducive to 
learning (Organisation for Economic Co-operation and Development [OECD], 
2019). As in some African countries, the lack of resources and adequate training 
for school leaders has resulted in inefficient management practices and 
unfavourable organisational climates as a result of leadership focused on 
administration rather than teaching and learning (Bush & Glover, 2016). In Perú, 
a similar situation occurs, whereby many managers only focus on the 
administrative aspects, prioritising functions of executing rules and directives 
while abandoning compliance with the other three dimensions of school 
management ─ strategic, pedagogical and community ─ due to lack of time for 
training or simple disinterest (Jihuallanca, 2023). 

At the international level, pedagogical leadership has become a priority in 
educational policies (Pont et al., 2008). The global problem lies in the need to 
transform traditional leadership practices into models more adapted to 
contemporary challenges. Studies in various countries have shown that effective 
pedagogical leadership has a significant impact on student achievement and 
overall educational quality (Leithwood et al., 2019). 

In the Peruvian context, according to RM N° 0262-2013-ED meritocratic principles 
for access to management positions have been strengthened and promoted since 
2013 (MINEDU, 2013)  and made concrete since 2014 (MINEDU, 2014), through 
the application of the Single National Test. In 2024 a law was passed that requires 
directors to undergo a performance evaluation to extend their mandate in said 
position (Ley N° 31987, 2024) in order to guarantee that the most competent and 
efficient directors remain in their positions. These types of measures are essential 
for the advancement and constant improvement of education. 

Although policies and frameworks have been established to promote the 
pedagogical leadership of managers in Perú, studies show that there are still 
significant deficiencies in their practical implementation at the level of 
educational institutions (Rodríguez, 2019; Vela-Quico et al., 2020). Initially, there 
were significant gaps in the effective implementation of leadership practices, 
especially in rural areas (Freire & Miranda, 2014). However, the strengthening of 
pedagogical leadership is being carried out through the training of managers 
promoted by the Ministry of Education (MINEDU) (MINEDU, 2021). An example 
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of this is specialised mentoring in school management covering topics in 
institutional planning and monitoring along with pedagogical practice and 
collaborative work. In addition, there is free access to a platform 
(https://directivos.minedu.gob.pe/) intended to support and self-manage 
management knowledge, with more than 5,416 web visits per month (MINEDU, 
2019). 

As stated, the objective of this research is to determine the degree of relationship 
that exists between pedagogical leadership and interpersonal relationships, 
between pedagogical leadership and organisational climate, and between 
interpersonal relationships and organisational climate, based on the perception of 
teachers from six educational institutions at the primary educational level in the 
city of Ilave in the Aymara region of Perú. 

2. Literature Review 
Pedagogical Leadership and Situation in Perú 
The literature on pedagogical leadership has evolved from concepts such as 
instructional leadership (Leithwood, 2009) to more comprehensive models such 
as transformational and distributive leadership (Maureira et al., 2014). However, 
the leadership model that prevails is influenced and conditioned by the 
immediate context of the educational institution. The philosophy of pedagogical 
leaders must have a universal character, considering the higher-order principles 
that emanate from the Declaration of Human Rights and the Sustainable 
Development Goals and the 2030 Agenda of the United Nations, whose ultimate 
goal is to realise the right to quality education for all schoolchildren  

(Organization of Ibero-American States for Education, Science and Culture [OEI], 
2019). 

In Perú, the General Education Law No. 28044 considers the director the legal 
representative of a school educational institution ─ their job is to guarantee that 
processes work effectively and promote teamwork in a climate characterised by 
harmonious human relations (Tafur & Díaz, 2011). The Ministry of Education 
recognises the importance of pedagogical leadership in the Manager's Good 
Performance Framework (MINEDU, 2014a) and considers it a priority for school 
transformation. In the Institutional Strategic Plan for 2026 according to R.M. N° 
344-2022-MINEDU (MINEDU, 2022), directors and vice-principals are considered 
critical actors in the development of the school since, through their pedagogical 
leadership, they make decisions and coordinate the educational community's 
efforts in favour of student learning achievement. Recently, a Guide for School 
Management has been structured and systematised (MINEDU, 2023) to help carry 
out the management practices linked to the school management commitments. 

Pedagogical Leadership Styles 
The leadership styles addressed in this review are autocratic, benevolent-
authoritarian, consultative and participatory. These align with Likert's 
management systems theory which has been adapted to the educational context. 
These leadership styles represent an evolving change that starts from the most 
authoritarian to the most participative. 

https://directivos.minedu.gob.pe/
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Autocratic Leadership 
This leadership in the educational context is characterised by centralised decision-
making and one-way communication, focusing on the leader's total control over 
the group and expecting members to follow their instructions without question 
(Goleman, 2000). This style can be effective in crises or when quick decisions are 
required (Avolio et al., 2009). This leadership style's advantages allow for quick 
decision-making and clarity in directives. However, its disadvantages are low 
staff motivation, limited innovation and possible resistance. 

Benevolent Leadership - Authoritarian 
This style combines elements of authority with a more careful and considerate 
approach to followers. The leader makes decisions centrally but takes into account 
the wellbeing of their team (Bass, 1990). The possible advantages are oriented 
towards greater flexibility than the autocratic approach and a certain degree of 
consideration towards staff. However, its disadvantages are that it could limit 
participation and generate possible dependency. 

Advisory Leadership 
Consultative leadership involves greater team participation in decision-making, 
although the final decision rests with the leader. This style can be particularly 
effective in educational settings where a balance between clear direction and staff 
involvement is sought (Leithwood et al., 2019). Among the advantages could be 
greater participation, better flow of information and increased job satisfaction. 
However, there are disadvantages such as a possible slowness in decision-making 
and potential frustration if the suggestions are not implemented. 

Participatory Leadership 
Also known as democratic leadership, this style involves actively including group 
members in the decision-making process; the leader facilitates dialogue and 
consensus (Northouse, 2018). Participatory leadership is ideal for fostering 
innovation and engagement in educational environments (Bush & Glover, 2014). 
However, it is noted that its effective implementation requires a mature 
organisational culture and highly trained personnel (Weinstein et al., 2018). The 
advantages that can be considered range from high staff commitment and 
promotion of innovation to developing leadership capabilities throughout the 
organisation. However, some disadvantages point to the potentially slow 
decision-making process and possible lack of clear direction in situations 
requiring quick action. The important thing is that this style fully involves the 
team in the decision-making process. 

The trend has been towards greater adoption of consultative and participatory 
leadership styles in the Latin American and Peruvian context. In their study on 
the principal's role in Peruvian schools, Freire and Miranda (2014) found that 
participatory leadership was associated with better academic results. However, 
they also noted that effectively implementing this style faced challenges in 
contexts with limited resources or communities with traditional leadership 
expectations. It is important to note that, in practice, influential educational 
leaders often adapt their style depending on the situation. Bolívar (2019) argues 
that effective pedagogical leadership in Latin America requires the ability to 
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transition between different styles depending on the needs of the context and 
educational goals. 

Interpersonal Relationships 
Interpersonal relationships are determined aspects of organisational life that help 
people achieve personal and collective goals as expressed in good work 
relationships and interaction with colleagues, subordinates and superiors 
(Hellriegel & Slocum, 2009). When a leader looks out for others, he emphasises 
interpersonal relationships, takes a personal interest in the needs of employees 
and accepts individual differences among members (Robbins & Judge, 2009); 
Therefore, for administrative effectiveness to exist, satisfactory interpersonal 
relationships must prevail (Chiavenato, 2011). 

Positive interpersonal relationships among teachers lead to greater job 
satisfaction, improve collective efficacy and contribute to the successful 
implementation of educational reforms. The quality of these relationships directly 
impacts school culture, educational outcomes, and ongoing professional 
development (Vangrieken et al., 2015). They even influence their professional 
learning, facilitating knowledge sharing, critical reflection on practice and the 
adoption of new pedagogical strategies (Johnson et al., 2014). Therefore, 
"collaborative professionalism" among teachers is fundamental for school 
improvement and educational innovation (Hargreaves & O´Connor, 2018). In 
addition, social capital among teachers, based on strong interpersonal 
relationships, affects teacher retention and school improvement, which implies 

that schools with denser social networks among teachers experience lower 
turnover rates and better academic results (Kraft et al., 2016). 

Organisational Climate 
The organisational climate is linked to the internal environment among the 
members of an organisation and includes a broad and flexible set of 
environmental influences on the motivation of its members (Chiavenato, 2011). 
The organisational climate must be open and have a high level of trust, so that it 
promotes favourable conditions for obtaining collective benefits (Hellriegel & 
Slocum, 2009). In educational institutions, it is a crucial factor that significantly 
influences teachers' wellbeing, job satisfaction and professional performance. The 
quality of the work environment as perceived by teachers influences their 
professional behaviour and attitudes (Aldridge & Fraser, 2016; Meristo & 
Eisenschmidt, 2014). Moreover, teachers' wellbeing is associated with higher 
levels of work commitment and teaching effectiveness (Collie et al., 2012). 
 
Interrelation of Pedagogical Leadership, Interpersonal Relationships and 
Organisational Climate 
Addressing the interrelationship between these elements (pedagogical 
leadership, interpersonal relationships and organisational climate), is crucial to 
improving educational quality in Perú and globally. This comprehensive 
approach provides an understanding of how effective leadership can foster 
positive relationships and a supportive organisational climate, which, in turn, 
contributes to the achievement of educational objectives. The lack of an effective 
leadership style leads managers to develop an autocratic, top-down and 
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dictatorial management approach (Rosas, 2016). Consequently, educational 
institutions must be managed using a pedagogical leadership style based on 
proactive practices, empathy, conflict management capacity, problem-solving 
with morality and ethical solvency to have an effective and efficient organisation 
and administration (Paipay, 2024). 
 
 
 
 
 
 
 
 
 
 
 

Figure 1: Represents the relationships between the variables evaluated in this study 

 
Figure 1 shows the interconnectedness of pedagogical leadership, interpersonal 
relations and organisational climate, and how they could influence each other. 
Effective school leaders are those who foster relationships of trust and mutual 
respect between members of the teaching staff and educational community. These 
relationships, in turn, contribute to a positive organisational climate that 
facilitates the implementation and creation of the necessary conditions for 
effective and innovative teaching and learning (Hallinger, 2018; Harris et al., 2017; 
Leithwood et al., 2019; Tschannen-Moran, 2014). When they positively influence 
the organisational climate, they foster trust, promote professional collaboration, 
and provide individualised support to teachers (Dou et al., 2016; Leithwood et al., 
2019). However, environments with an adequate organisational climate cannot 
always be provided and, in consequence, interpersonal relationships can become 
a source of stress and not a social support that helps members cope with stress 
generators. Therefore, pedagogical leaders need to know which behaviours are 
considered acceptable in the workplace and which are not through the 
implementation of organisational policies (Hellriegel & Slocum, 2009). In the case 
of educational institutions, it must be reflected in the management documents. 

3. Methodology 
The research was conducted in the primary public educational institutions of a 
state nature located in the city Ilave. This city is in the Peruvian highlands of the 
province of El Collao, department of Puno, at an approximate altitude of 3,847 
metres above sea level, southeast of Perú 16°04'50.2" South 69°38'15.0" West. The 
citizens of Aymara’s origin characterise the key city; culturally, they maintain a 
series of traditions within the framework of their Andean worldview. This is 
characterised by a strong tradition of community-based leadership where 
important decisions are usually made collectively. They maintain a marked 
defence of cultural identity since the leaders of this Aymara region frequently 
assume an active role in preserving and promoting the Aymara culture and 
language. In addition, the population of this region has historically demonstrated 

Pedagogical 

leadership 

Interpersonal relations 

Organisational climate  
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active political participation, with leaders advocating community interests at the 
regional and national levels. 
 
The research approach was quantitative, using a correlational and cross-sectional 
transactional design. The population consisted of 185 teachers with a stratified 
sample of 125 teachers who work in six state educational institutions in the city 
Ilave. Schools operate in double shifts, morning and afternoon. The teachers were 
previously informed about this study and gave their endorsement through 
informed consent. In this sector, 70% of the teachers came from the Aymara 
region, were bilingual, spoke Spanish with their mother tongue being the Aymara 
language; 60% of the teachers lived in the same city, so they were more willing to 
collaborate in executing institutional tasks. The other 40% of teachers travelled 
daily, mostly from Puno to Ilave (50 kilometres) and Juliaca to Ilave (99 
kilometres). 
 
Regarding the research technique and instruments, the survey technique was 
used with the instrument being a questionnaire based on the three research 
variables: pedagogical leadership, interpersonal relations and organisational 
climate, with five items in each component. This instrument was validated 
through the judgement of experts with extensive and recognised professional 
experience (Arroyo, 2013). Cronbach's α reliability coefficient for leadership was 
=0.0835, interpersonal relations =0.916, and organisational climate =0.892. The 
Pearson correlation coefficient was used to test the hypothesis. 

The statistical analysis was carried out at a descriptive and inferential level. At a 
descriptive level, it employed frequency tables and percentages, while a 
parametric design, such as Pearson's r coefficient, was applied for the inferential 
analysis. The results were obtained through the SPSS V.24 software, thereby 
enabling the verification of the truth or falsity of the hypotheses raised in the 
study. The correlations between pedagogical leadership and interpersonal 
relations, pedagogical leadership and organisational climate and, finally, 
interpersonal relations and organisational climate were verified. 

Regarding ethical considerations, the study proceeded with the endorsement and 
informed consent of the 125 participants, the institutions and the relevant 
stakeholders engaged in the study. In addition, personal interviews were 
previously held with the directors of the educational institutions and the teachers 
to inform them of the purpose and nature of the research after which they agreed 
to participate in the study. 

4. Results 
Table 1 summarises the level of pedagogical leadership perceived in primary 
educational institutions with 125 teachers in the study. Data show that 33% of 
teachers considered that their managers have good pedagogical leadership, 26% 
considered it excellent, 28% perceived that it is very good, 11% considered that it 
is average and 2% said it is deficient. According to Table 1, the pedagogical 
leadership that stands out the most in the six educational institutions is the 
consultative leadership type, with 40% indicating that it is at a good level. 
However, autocratic leadership is very close behind with 39%, followed by 
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benevolent-authoritarian leadership with 38% and participative leadership with 
36%. It is inferred that the presence of these types of leadership is used according 
to the circumstances and the necessary context. 

 
Table 1: Summary of the level of pedagogical leadership (x) (n=125=100%) 

Level and type of 
pedagogical 
leadership 

Valid 

Excellent  
Very 
good 

Good Regular Deficient Total 

Autocratic 39 21 31 6 3 100.0 
Benevolent-

Authoritarian 
16 30 38 14 2 

100.0 

Consultative 17 26 40 14 3 100.0 
Participative 32 36 22 9 1 100.0 

Average (x%) 26 28 33 11 2 100.0 

Per cent 26.0 28.0 33.0 11.0 2.0 100.0 

Per cent valid 26.0 28.0 33.0 11.0 2.0 100.0 

 

Table 2 presents a summary of the level of interpersonal relationships perceived 
by the 125 teachers in primary educational institutions in the Aymara region of 
Perú. As shown in the table, 34% of teachers perceived that they have good 
interpersonal relationships, 33% of teachers perceived very good interpersonal 
relationships, with 24% excellent, 9% average and 1% poor. The study observed 
that the most outstanding characteristics of perceived interpersonal relationships 
are the skills of active listening (51%) and conflict resolution (42%), demonstrating 
adequate levels in institutional environments. 

Table 2: Summary of the level of interpersonal relationships (y) (n=125=100%) 

Level of 
interpersonal 
relationships 

Valid 

Excellent  
Very 
good 

Good Regular Deficient Total 

Communication 
skills 

34 26 34 5 1 100.0 

Active listening 16 51 26 5 2 100.0 

Conflict resolution 22 30 42 6 1 100.0 
Authentic and honest 

expression 
23 26 33 18 0 

100.0 

Average (x%) 24 33 34 9 1 100.0 

Per cent 24.0 33.0 34.0 8.0 1.0 100.0 

Per cent valid 24.0 33.0 34.0 8.0 1.0 100.0 

 

Table 3 summarises the perceived organisational climate in primary educational 
institutions. From the 125 teacher respondents, 32% perceived that they have a 
good organisational climate during the administrative management of their 
pedagogical leaders. Furthermore, it was observed that the most outstanding 
characteristics of the teachers are communication skills (30%), planning (31%), 
and control (31%), which shows that the managers demonstrate good mastery of 
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management skills to be managers in accordance with school management 
commitments. 
 

Table 3: Summary of the level of organisational climate (z) (n=125=100%) 

 Valid 

Level of 
organisational climate 

Excellent  
Very 
good 

Good Regular Deficient Total 

Methods of leadership 18 20 39 18 5 100 
Motivation 26 26 28 18 3 100 

Communication 30 25 32 14 0 100 
Influence 26 28 26 18 2 100 

Decision-making 27 22 38 13 0 100 

Planning 31 30 29 10 0 100 

Control 33 30 28 8 1 100 

Average (x%) 27 26 31 14 2 100.0 

Per cent 27.0 26.0 31.0 14.0 2.0 100.0 

Per cent valid 27.0 26.0 31.0 14.0 2.0 100.0 

 

Table 4 presents the relationship between leadership and interpersonal 
relationships as perceived by teachers. The result of Pearson's simple linear 
correlation coefficient r, between the variables X and Y, has a degree of correlation 
r = 0.99, meaning that there is a very high positive relationship between leadership 
and interpersonal relationships, with a tendency towards a perfect positive 
relationship. 

Table 4: Degree of relationship between pedagogical leadership and interpersonal 
relationships (correlation between x-y) 

 
Pedagogical 
leadership 

Interpersonal 
relationships 

Pedagogical 
leadership 

Pearson correlation 1 .990** 

Sig. (bilateral)  .000 

N 125 125 

Interpersonal 
relationships 

Pearson correlation .990** 1 

Sig. (bilateral) .000  

N 125 125 

** The correlation is significant at the 0.01 level (2-tailed). 
 

Table 5 presents the relationship between pedagogical leadership and 
organisational climate as perceived by teachers. The result of Pearson's simple 
linear correlation coefficient r, between the variables X and Z, has a degree of 
correlation r = 0.99, which means that there is a very high positive relationship, 
with a tendency towards a perfect positive relationship. 
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Table 5: Degree of relationship between pedagogical leadership and organisational 
climate (correlation between x-z) 

 
Pedagogical 
leadership 

Organisational 
climate 

Pedagogical 
leadership 

Pearson correlation 1 .990** 

Sig. (bilateral)  .000 

N 125 125 

Organisational 
climate 

Pearson correlation .990** 1 

Sig. (bilateral) .000  

N 125 125 

** The correlation is significant at the 0.01 level (2-tailed). 

 

Table 6 presents the relationship between interpersonal relationships and 
organisational climate as perceived by the teachers. The result of Pearson's simple 
linear correlation coefficient r, between the variables Y and Z, has a degree of 
correlation r = 0.96, which means that there is a very high positive relationship, 
with a tendency towards a perfect positive relationship. 

Table 6: Degree of relationship between interpersonal relationships and 
organisational climate (correlation between y-z) 

 
Interpersonal 
relationships 

Organisational 
climate 

Interpersonal 
relationships 

Pearson correlation 1 .960** 

Sig. (bilateral)  .000 

N 125 125 

Organisational 
climate 

Pearson correlation .960** 1 

Sig. (bilateral) .000  

N 125 125 

** The correlation is significant at the 0.01 level (2-tailed). 

5. Discussion 
This study observed a relationship between pedagogical leadership, interpersonal 
relationships and the organisational climate perceived by teachers in public 
primary educational institutions in a city in the Aymara region of Perú. According 
to the findings, the research hypotheses could be corroborated, finding very high 
positive correlations between pedagogical leadership and interpersonal relations 
(r = 0.99), between pedagogical leadership and organisational climate (r = 0.99) 
and between interpersonal relations and organisational climate (r = 0.96). In 
addition, teachers in this sector of the country perceive a good level of consultative 
leadership (40%); however, they also perceive autocratic leadership (39%), 
benevolent-authoritarian (38%) and participative (36%) leadership. This indicates 
that these types of leadership are used according to the circumstances and the 
necessary context. Regarding interpersonal relationships, teachers perceive a 
good level (34%) and a very good level (33%). Regarding the organisational 
climate, they also perceive a good level (31%). 
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Similarly, Arteaga (2006) stated that teachers perceived a good level (47%) of 
leadership in a city near the present study; however, he highlighted the presence 
of autocratic leadership (49%), and that teachers perceived a regular level (50%) 
in interpersonal relationships and in the organisational climate (72%). In turn, in 
this study, considerable positive correlations were found between leadership and 
interpersonal relationships (0.70); between interpersonal relationships and 
organisational climate (0.64); and between leadership and organisational climate 
(0.76). Likewise, Arroyo (2013) showed very similar levels, highlighting the 
perception of autocratic leadership (74%) with respect to consultative leadership 
(7%), and in turn, showing a regular level of interpersonal relations (36%) and the 
ability to communicate effectively (44%). Likewise, a regular level (47%) of 
organisational climate was perceived. Regarding the degree of correlation, a high 
positive correlation was found between directive leadership and interpersonal 
relations (0.76), a moderate correlation between directive leadership and 
organisational climate (0.57) and a high correlation between interpersonal 
relations and organisational climate (0.90). 

In recent studies, the results show a favourable level of perception regarding 
leadership, interpersonal relations and organisational climate. In previous years, 
levels of autocratic leadership predominated while, in turn, interpersonal 
relations and organisational climate were perceived at a regular or inadequate 
level. Thus, the existence of high positive correlations found between pedagogical 
leadership, interpersonal relationships and organisational climate is confirmed, 
which underlines the interconnection of these factors in the creation of an effective 
educational environment. This is aligned with the Ministry of Education of Perú’s 
(MINEDU, 2014a) vision of a leadership that promotes and sustains the 
democratic participation of the various actors of the educational institution and 
the community in favour of learning. 

In turn, Sánchez (2019) explored the relationship between managerial leadership 
and organisational climate in Peruvian schools with their results indicating that 
effective pedagogical leadership contributes to a favourable organisational 
climate, characterised by fluid communication, collaborative work and a sense of 
belonging among teachers. The relationship between effective pedagogical 
leadership and an organisational climate centred on teachers shows a significant 
connection. Barrientos and Alania (2021) also analysed managerial leadership and 
institutional climate, with the results reflecting a direct relationship between both 
variables (Spearman’s Rho = 0.573). Similarly, Peláez and Merino (2020) found a 
direct correlation (rs = 0.700) and Aliaga (2020) showed a high positive correlation 
between managerial leadership and the organisational climate (0.899), 
corresponding to Sánchez's study (2019) (r = 0.754). Santos (2019) indicated a 
favourable relationship and Leithwood et al. (2019) pointed out that effective 
school leaders positively influence the organisational climate by fostering trust, 
promoting professional collaboration and providing individualised support to 
teachers. 

The organisational climate is closely related to the degree of motivation of its 
members. When it is high, then the organisational climate increases and translates 
into relationships of satisfaction, encouragement, interest, collaboration, etc. 
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(Chiavenato, 2011). Therefore, a longitudinal study found a positive correlation 
between a favourable school climate and job satisfaction. This underlines the 
importance of creating positive school environments that promote the wellbeing 
and effectiveness of teachers (Malinen & Savolainen, 2016) and those in charge. 
The managers or pedagogical leaders are responsible for promoting this type of 
environment, and if they effectively comply with school management 
commitments, it will have an impact on the educational community (Sardon, 
2017). A leadership focused on pedagogy favours the creation of a collaborative 
work environment committed to continuous improvement (García-Garnica & 
Caballero, 2019). 

Very important connections have also been reviewed regarding the relationship 
between pedagogical leadership and interpersonal relationships – Jaramillo et al. 
(2021) concluded that transformational leadership significantly affects 
interpersonal relationships. Indeed, the leadership of the principal influences the 
school climate and the job satisfaction of teachers since principals who practice 
transformational leadership tend to create more positive organisational climates, 
which, in turn, translates into greater teacher satisfaction and commitment (Dou 
et al., 2016). In the Latin American context, Leithwood et al. (2019) highlighted the 
importance of interpersonal skills in effective pedagogical leadership. Their 
research revealed that leaders who foster relationships of trust and mutual respect 
are more effective in implementing pedagogical changes and in learning 
achievements. 

The results of this study reveal a significant evolution in the perception of 
pedagogical leadership, interpersonal relationships and organisational climate in 
Peruvian educational institutions. This transformation is aligned with the 
initiatives of the Ministry of Education of Perú and the global objectives 
established in the 2030 Agenda for Sustainable Development. The MINEDU 
(2014a), through its Framework for Good Performance of the Principal, has 
emphasised the importance of pedagogical leadership as a key factor for 
improving educational quality. This document highlights that "school reform 
requires configuring the leadership role from a pedagogical leadership approach, 
a leader who influences, inspires, and mobilizes the actions of the educational 
community based on pedagogy" (MINEDU, 2014a, p. 14). This vision is reflected 
in our findings, where an increase in the positive perception of consultative and 
participatory leadership is observed. 

Furthermore, our results align with Sustainable Development Goal 4 (SDG 4) of 
the 2030 Agenda, which seeks to ensure inclusive, equitable and quality education 
and promote lifelong learning opportunities for all (United Nations [ONU], 2015). 
In particular, target 4.c emphasises the need to increase the supply of qualified 
teachers (ONU, 2015), which is directly related to improving pedagogical 
leadership and the organisational climate in educational institutions. The 
UNESCO considers school leadership as a priority for educational policy 
programmes at the international level (UNESCO, 2015), which is reflected in the 
improvement of perceptions observed in our study. A high positive correlation 
between interpersonal relationships and organisational climate will allow the 
levels of job satisfaction and the achievement of student learning to rise through 
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good teaching performance, driven by the pedagogical leader’s good educational 
management. 

Like any study, this one is not exempt from having limitations. It is important to 
recognise that the results are contextualised to a specific culture and a particular 
educational level which limits their generalisation. To expand the scope and depth 
of the study, it is recommended to extend the research to other regions of Perú 
and educational levels, incorporating mixed methods that include qualitative 
approaches. In addition, it would be valuable to design intervention programmes 
adapted to the local context, including the perspectives of other educational 
actors. These actions would contribute to a deeper and more holistic 
understanding of educational leadership in culturally diverse contexts, thus 
improving educational leadership practices in Perú. 

 
6. Conclusion 
There is a highly positive interrelationship between pedagogical leadership, 
interpersonal relationships and the organisational climate. Currently, the 
perception of teachers in educational institutions in the Peruvian educational 
context has improved substantially regarding the levels of pedagogical 
leadership, highlighting the presence of consultative, benevolent-authoritarian 
and participative leadership approaches. This is probably due to the 
circumstances and needs required by the context in which they develop daily. 
Teachers perceive a good level of personal interrelations and organisational 
climate in schools, which would explain the forms of leadership currently 
established by pedagogical leaders. These leaders have in recent years received 
follow-up monitoring and support through the training of directors promoted by 
national programmes and the system of evaluation and selection of personnel to 
assume management positions. However, it is a process of ongoing improvement 
that must continue to be promoted for comprehensive results. 

A key aspect is the development of strong pedagogical leaders, characterised by 
managerial skills such as active listening and effective communication, to foster 
an environment of trust, honesty and mutual respect among members of the 
educational community. These competencies not only improve interpersonal 
relationships but also contribute significantly to the creation of a positive and 
productive organisational climate. Therefore, this favourable environment 
facilitates constructive conflict resolution and promotes the personal and 
professional development of educators. As a result, there is an increase in the 
authentic expression of ideas and the achievement of both individual and 
institutional objectives. This synergy between leadership, relationships and 
organisational climate translates into a substantial improvement in educational 
quality, benefiting students, teachers and the community in general. The evidence 
suggests that investing in the development of pedagogical leadership is essential 
to optimise the integral functioning of Peruvian educational institutions. 
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