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ABSTRACT 

Bailey, Cicely Hawkins., A Comparison of Male and Female Texas Elementary Principals’ 
Priorities in Increasing Student Achievement in Title I Schools. Doctor of Education (Executive 
Educational Leadership), May 2021. Houston Baptist University, Houston, Texas. 
 
 

The researcher examined male and female principals serving at a Title I elementary 

school that has been reported by TEA as a “met standards” campus. To guide this study, the 

researcher examined male and female elementary school principals' predominant priorities in 

increasing student achievement at low socioeconomic Title I schools.  Male and female Title I 

school principals engaged in the study ranked the five themes found in the Advancing 

Educational Leadership (AEL) conceptual framework to identify their priorities that guide their 

leadership toward meeting state standards based on the TEA Accountability System. The 

qualified participants were male and female Title I elementary principals serving in a 

southeastern region school district in Texas.  Thirty-nine percent (39%) of the survey participants 

were male principals, and 61% of the survey participants were female principals serving in a 

Title I school. Qualitative data was collected for the study and found 54.5% of the male and 

52.9% of the female participants referred to the establishing and sustaining vision, mission, and 

goals are valuable to student achievement and the organization's success.  The least predominant 

priorities were 63.6% of the male participants, and 47% of the female participants referred to 

managing data and processes as the least priority.  Participants addressed their leadership style in 

the research; the study found that the participants' dominant leadership style was shared 

leadership.   

The participants’ responses referenced the importance of establishing and sustaining the 

organization's vision, mission, and goals, which could directly impact student achievement. The  
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study captured managing data and processes may have limited contribution towards increasing 

student achievement. Based on the principals’ leadership styles, the study showed a need for 

male and female leaders to incorporate shared leadership practices within their leadership style. 

The study connected male and female leaders will benefit from understanding that shared 

leadership empowers members of the organization to utilize their talents and professional skills, 

which helps sustain the organization's success. This study's findings indicate a need to research 

further the predominant priorities of elementary teachers, superintendents, secondary principals 

in reference to student achievement using the Advancing Educational Leadership conceptual 

framework. 

Keywords: critical success factors, turnaround principal, improvement required, 

leadership, low poverty schools, high poverty schools, met standards, school improvement, 

student achievement, vision, mission, goals, data, shared leadership, transformational leadership 
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CHAPTER I 

Background of the Study 

The No Child Left Behind (NCLB) law (2002) update of the Elementary and Secondary 

Education Act (1965) offered a secure position for the federal education department to hold 

schools liable for their involvement in student performances (Klein, 2018).  According to Hunt 

(2015), President Barack Obama signed Every Student Succeeds Act (ESSA) into law in 2015 to 

update the 1965 Elementary and Secondary Education Act (ESEA), and NCLB.  Each 

established Act, ESEA, NCLB, and ESSA, was created to ensure schools understood the 

responsibilities placed on them for student outcomes.  ESSA has placed mandates on school 

districts focusing on equity and ensuring disadvantaged and high-need students are protected.  

ESSA requires students to receive a high-level of academic standards preparing them for post-

graduation careers or college entrance.  In addition, ESSA requires school districts to become 

innovative, pushing them to develop programs based on the needs of the students and community 

(http://www.ed.gov). The accountability measures placed on schools have created a mandate for 

states to report their districts’ and schools’ yearly performance, disclosing many schools that are 

not meeting standards based on student outcomes. The State of Texas developed an 

accountability system as a response to ESSA, in order to keep all districts and schools 

accountable for student achievement, student progress, and closing performance gaps within all 

subgroups.  

 The State of Texas provides annual academic accountability ratings to its public-school 

districts, schools, and charter schools.  According to the Texas Education Agency (TEA) website 

(2018 Accountability, 2018), school ratings are based around student achievement and outcomes 

on the state’s standardized tests and graduation rates. The State of Texas has three domains used 
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to monitor set standards: student achievement, school progress, and closing academic 

performance gaps.  

Many schools face different challenges, which constitute the need to address those 

challenges before school performance levels can be discussed. One of the areas of concern is 

high poverty rates.  Texas schools reported 60.6% of students identified as economically 

disadvantaged, which qualifies students for free or reduced meals.  Out of 8,838 schools that 

received a D or F rating, 954 schools identified with a high student poverty rate above the state 

average; however, 151 schools receiving a D or F rating was at or below the state average.  

Schools with very low poverty rates performed better than those schools with high poverty rates, 

(Swaby & Cai, 2019).  According to Swaby and Cai (2019), the TEA accountability system 

annual report for 2019, there was no school district in the state’s South Texas region that scored 

below a B rating, in spite of the high rate of economically disadvantaged students, which 

happens to be greater than the state average.  In 2019, the State of Texas had 22 school districts 

and 296 schools that received A’s, which were identified as a school with high poverty rate at 

80% or higher. State education officials have said this is proof that demographics do not equal 

destiny and that the system makes it possible for high-poverty schools to succeed (Swaby & Cai, 

2019). 

Within the State of Texas there are principals who serve in schools identified as low 

socioeconomic/ high poverty elementary schools and have been identified as principals who have 

met the required state standards based on the TEA accountability system. There is an assumption 

that these principals have identified predominant priorities for leaders to consider before student 

achievement and/or state standards can be met.  
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Acknowledging poverty and low-socioeconomic status, along with the effect it can have 

on achievement other researchers suggest other measures can be used to close gaps as our nation 

continues to develop systems to eliminate poverty.  According to the Wallace Foundation (2020), 

school leadership comes in second to quality teaching when referring to the factors impacting 

student outcomes. Principals have a strong impact on shaping and building capacity among 

teachers and they are the main reason why teachers will stay in a high-need or high-demanding 

school.  The Wallace Foundation (2020) reported high-quality principals are an importance piece 

to an effective school, especially those principals serving in high-poverty areas or serving 

students with diverse needs.  Green (2017) argued, the twenty-first century school leaders are 

faced with difficult tasks, which at times can become overwhelming; however, effective leaders 

understand the value of collaborating, effective communication, and developing opportunities to 

create success within the learning community. 

In addition, an effective principal understands the value of resources, materials, and the 

need of human resources.  Green (2017) explained, principals serving in high-performing, high-

poverty schools make sure the needed finances are there to run the school, the appropriate 

materials are there in alignment with the students’ needs, and the human resources are there to 

promote success from all within the learning community. Parrett and Budge (2012) suggested 

leaders in high-performing and high-poverty schools are willing to examine data and ask 

questions in order to peel back the layers of the ways in which schools systemically perpetuate 

underachievement.   

High-performing, high-poverty schools take extra measure in comparison to what is 

traditionally done in most schools in order to educate their students.  According to Parrett and 

Budge (2012), “leaders in high-performing, high-poverty schools have learned that the solution 
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to the problem of poverty is not about fixing students and families so that they can “fit” into 

school; rather, it is fixing schools so that all students have a sense of belonging and the 

opportunity for success” (p. 51).  Student achievement in high poverty/low socioeconomic 

schools is obtainable based on research.  

This research will capture the priorities of male and female principals serving at a Title I 

elementary school that has been reported by TEA as a “met standards” campus. This study can 

serve as a key factor to other principals engaging in the same work; however, they are struggling 

with their campuses’ students’ outcomes. This research will survey both male and female 

elementary school principals serving in a Title I schools and gain insight into those predominant 

priorities towards student achievement and meeting the State of Texas education accountability 

standards. 

Statement of the Problem 

The State of Texas has the Texas Education Agency (TEA), whose mission is to govern 

and monitor the academic standards and progress for all students in primary and secondary 

education. TEA is headed by the commissioner of education and oversees all public and charter 

schools in the state of Texas. TEA releases their accountability report annually, indicating those 

campuses that have met standards and campuses identified as Improvement Required.  The 

state’s accountability system monitors Texas schools in the area of student achievement, school 

progress, and closing performance gaps.  Based on the TEA website, the accountability system 

reported 207 elementary campuses identified as Improvement Required (Texas Education 

Agency, 2018). As indicated on the agency’s yearly report, some principals have managed to 

bring their campuses out of “Improvement Required” status.  Based on the State of Texas 

educational accountability system, schools not meeting student achievement targets, school 
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progress targets, and closing achievement gaps targets will lead to those schools being identified 

as Improvement Required. Studying male and female principals who are leading successful 

elementary campuses may assist others in the area of student achievement in Title I schools by 

providing insight to their priorities and best practices.   

Statement of the Purpose and Significance 

The purpose of this study is to compare the priorities of male and female elementary 

school principals' leading Title I elementary schools to meet accountability standards in the State 

of Texas. These priorities are essential in determining how principals serving in low 

socioeconomic schools where academic improvement is required should approach school 

improvement goals. The researcher studied and identified male and female principals serving in 

high-performing, Title I elementary school and matched their predominant priorities based on 

Advancing Educational Leadership (AEL) Conceptional Framework's five themes. This study 

could support the district leaders, elementary school principals, and future principals to 

understand those key priorities or best practices needed to promote student outcomes and meet 

state accountability standards.   

Research Questions 
 

1. What are the predominant priorities of male elementary school principals in increasing 

student achievement at Title I schools?  

2. What are the predominant priorities of female elementary school principals in 

increasing student achievement at Title I schools?   
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Definitions of Terms 

In this study, the researcher will refer to the following terms in order to support the area 

of school improvement and the significance of this research: 

Critical Success Factors  

Critical Success Factors are key items needed to make a valuable impact on the growth 

and development of an organization. 

Improvement Required 

The improvement required status is assigned to those campuses for overall performance 

and for performance in each domain to campuses (including AECs) that do not meet the 

performance targets (2018 Accountability, 2018). 

Leadership styles  

Leadership style is based on values and beliefs of the leader and how they incorporate 

those traits in leading an organization. 

Low Poverty Schools 

Low Poverty Schools are reported to have 25 percent or less students eligible for Free 

and Reduced-Price Lunch (U. S. Department of Education, National Center for Education 

Statistics, 2019).  

High Poverty Schools 

High Poverty Schools are reported to have 75 percent or more students eligible for Free 

and Reduced-Price Lunch (U. S. Department of Education, National Center for Education 

Statistics, 2019).  
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Met Standards 

Campuses are given a “met standards” rating for their overall performance and for their 

performance in each domain that the campus meets the performance targets based on Texas 

accountability rating system (Accountability, 2018). 

School Improvement 

School Improvement refers to a school deemed low performing and is required to 

develop a plan to meet the State of Texas accountability system standards.  

Texas Education Agency 

The Texas Education Agency (TEA) is the state agency that oversees primary and 

secondary public education.  It is headed by the commissioner of education.  According to the 

TEA website at tea.texas.gov, the mission of TEA is to provide leadership, guidance, and 

resources to help schools meet the educational needs of all students. 

Theoretical Framework 

The theoretical framework of this study is based on the concept of emotional intelligence 

theory (EI) exploded in popularity with the release of Goleman’s (1995) bestselling book of the 

same name.  Years before Goleman’s popularization of the topic, Salovey and Mayer (1990) 

defined EI as “the ability to monitor one’s own and other’s feelings and emotion, to discriminate 

among them and to use the information to guide one’s thinking and actions” (Dugan, 2017, p. 94).  

According to Dugan (2017), “EI is positioned as learnable as well as highly congruent with 

contemporary understandings of leadership.  Emotionally intelligent leadership (EIL) represents a 

deep dive into a specific proximal trait believed to be essential for effective leadership” (p. 95).   

The study is designed to capture those essential priorities effective leaders deem important 

in order to increase student achievement.  EI places value on recognizing the strength and the 
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ability of others within the team or organization. Based on this study’s research questions, the 

theoretical framework will allow this researcher to focus on the priorities needed in the area of 

student achievement. 

Limitations 

The study has the following limitations: 

1. The researcher has limited control over the number of responses received from given 

surveys. 

2. Within the State of Texas, there are limited numbers of male and female elementary 

school principals that fall into the category of serving in “met standards”, Title I elementary 

schools.  

3. The researcher’s study cannot conclude that all male and female principals’ priorities 

are linked to an entire population of principals serving in Title I elementary schools.   

Delimitations  

Based on the researcher’s area of study and subjects, the following are delimitations: 

1. Male and female principals serving in Title I secondary schools’ priorities are not 

included in the researcher’s data.   

2. The State of Texas has 1031 school districts; however, the researcher’s data is limited 

to state demographic data. 

3. The researcher’s subjects are limited to principals who are assigned to campuses 

designated as Title I schools based on the United States Department of Education definition.  

Assumptions 

This study includes the following assumptions: 
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1.  There are certain priorities of male and female elementary school principals meeting 

state accountability standards that promotes student achievement in Title I elementary schools.  

Organization of the Study 

This study will consist of five chapters, which will take the readers through the process of 

the study and identify the researcher’s findings.  Chapter I provides the background of the study, 

statement of the problem, statement of purpose and significance, and the definition of terms 

found in the research.  In addition, Chapter I defines the theoretical framework, the research 

questions, indicating the limitations, delimitations, and the assumptions of the study.  Chapter II 

will present a review of the literature, with the breakdown of the theoretical framework 

components.  Chapter III will conduct a survey gathering qualitative research for the study, 

which will include selected participants, the survey tool, the data collection approach, and how 

the researcher will analyze the data.  Chapter IV will present the findings of the study.  The 

researcher will analyze the findings in relation to the research questions: 

1. What are the predominant priorities of male elementary school principals to 

increasing student achievement at Title I schools?  

2. What are the predominant priorities of female elementary school principals to 

increasing student achievement at Title I schools?   

Chapter V will analyze the findings based on the theoretical framework to support 

methodologies and link suggested principals’ priorities in the area of student achievement. In 

addition, in Chapter V the researcher will provide discussions, implications, recommendations, 

and conclusions.   
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CHAPTER II 

REVIEW OF LITERATURE 

Historical Background of the American Education System  

The United States of America collectively began offering free public education when it 

was officially established as a nation. However, it was noted by the governing General Court that 

an educational system was needed, within the Massachusetts Bay colonies, the educational 

system was established to teach children Puritan values and how to read the Bible (Chen, 2018).  

In 1635, the first free school within the colonies was also opened, which was supported by 

taxpayer dollars, according to a report at the University of Michigan (Chen, 2018).  According to 

Chen (2018), less than a decade after the first official public school opened in Virginia, 

Massachusetts, a law was created mandating towns that had 50 or more citizens to hire a 

schoolmaster to teach the children residing in the town basic academic skills.  Over the next 

century, many public schools were established throughout the colonies however, there was no 

centralized system governing the nation’s processes and procedures.   

After the Revolutionary War, Thomas Jefferson made a case that there should be an 

official process for the nation’s education system and the government should use taxpayer’s 

dollars to support the educational system; however, the request went overlooked for nearly a 

century (Chen, 2018).  Schools were established during this period within the 13 colonies in 

order to provide education to those Americans living with the colonies.  Without an official 

education plan in place, there was no policies and procedures developed to ensure schools were 

providing a quality education. It was not until 1837, that the first state Board of Education 

established the first public high school and free public school for all grades (Chen, 2018).    
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In 1867, President Andrew Johnson signed into law a declaration to develop the first 

Department of Education.  This department was established to collect data on the nation’s school 

(Department of Education, 2020).  The United Department of Education, as known as today, 

serves as an agency of government that establish educational policies and assist federal mandates 

regarding education.  The United States Department of Education mission is to serve America’s 

student and create achievement opportunities and provide students to compete in global 

economic by ensuring equity and equality (Department of Education, 2020).   

The origin of our nation’s education system is important to know in order to understand 

why and how processes were developed to address the needs of learners.  Currently, the United 

States has a decentralized educational system.  The Tenth Amendment (179) of the U.S. 

Constitution (1787) states:  

The powers not delegated to the United States by the Constitution, nor prohibited by it  

 to the States, are reserved to the States respectively, or to the people.  The amendment 

 gives the rights of the educational framework to the states and it empowers the states to  

establish their accountability system, license procedures, and regulations.  

Historical Background of the Texas Education Agency and Accountability Measurements 

In 1949, the Texas Education Agency was established after the discontinuation of the 

State Board of Education and the elimination of the State of Superintendent of Public Instruction 

(Texas State Historical Association, 2020).  Prior to the creation of the Texas Education Agency, 

the State of Texas education policies were governed by the State Board of Education, which was 

created in 1929, based on the constitutional amendment of 1928 (Texas State Historical 

Association, 2020).  The Texas Education Agency is the current governing body that establishes 

policies and procedures for the State of Texas education system.  According to the TEA (2019), 
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Texas Education Agency is the state agency that oversees primary and secondary public 

education. It is headed by the commissioner of education. The mission of TEA is to 

provide leadership, guidance, and resources to help schools meet the educational needs of all 

students.   

In addition, the agency set the guidelines of the state accountability measurements based 

on grade level assessments. Currently, the state has three domains used to monitor set standards. 

In this research, the researcher will focus on how those domains apply to elementary schools.  

The overall design of the accountability system evaluates performance according to three 

domains:  1.Student Achievement measures achievement and/or performance across all tested 

subjects, for all students tested in general and alternate assessments; 2. College, Career, and 

Military Readiness (CCMR) indicators; and 3. graduation rates (TEA, 2018),.  School Progress 

measures district and campus outcomes in two areas: the number of students that has shown at 

least one-year academic growth and whether they are on track for their academic grade level as 

measured by State of Texas Assessments of Academic Readiness (STAAR) results and the 

achievement of all students relative to districts or campuses with similar economically 

disadvantaged percentages.  The accountability system’s Domain 3 uses disaggregated data to 

demonstrate differentials among racial/ethnic groups, socioeconomic backgrounds, and other 

factors.   

The indicators included in this domain, as well as the domain’s formation, in accordance 

with the state accountability system with ESSA.  According to (TEA, 2019), districts and 

campuses with students enrolled in the fall of the current school year are assigned a state 

accountability rating. Districts beginning the first year they report fall enrollment, school districts 

and charter schools are rated based on the combined results of students in their campuses. 
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Districts without any students enrolled in the grades for which STAAR assessments are 

administered (3–12) are assigned the rating label of Not Rated. State-administered school 

districts, including Texas School for the Blind and Visually Impaired, Texas School for the Deaf, 

Texas Juvenile Justice Department, and Windham School District are not assigned a state 

accountability rating. Campuses beginning the first year they report fall enrollment, campuses, 

and open-enrollment charter schools, including alternative education campuses (AECs), are rated 

based on the performance of their students. For the purposes of assigning accountability ratings, 

campuses that do not serve any grade level for which the STAAR assessments are administered 

are paired with campuses in their district that serve students who take STAAR, TEA (Texas 

Education Agency, 2019).  

STAAR Assessment 

The STAAR assessment was developed for students to show what skills and knowledge 

they have learned throughout the current school year. Students in need of special 

accommodations, accessibility features and designated supports are allowable for students to 

show their knowledge of the subject being assessed, despite the difficulties that other students do 

not have to face. For example, a student who is still developing their English language may have 

the opportunity to use a dictionary as an accommodation to help them understand the test items. 

The allowable accommodations on the STAAR test are those accommodations students have 

used in the classroom throughout the school year and are approved by TEA.  

The Texas Education Agency has set standards to address the performance of all 

campuses that fall underneath the state rating system: 

 1.  Met Standard: Assigned for overall performance and for performance in each domain 

to campuses that meet the performance targets.  
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2.  Improvement Required: Assigned for overall performance and for performance in 

each domain to campuses (including AECs) that do not meet the performance targets.   

3. Met Alternative Standard: Assigned for overall performance and for performance in 

each domain to alternative education campuses evaluated under AEA provisions that meet the 

performance targets.  

4. Not Rated: Assigned to districts or campuses that—under certain, specific 

circumstances—do not receive a rating. When this occurs, a district or campus is given one of 

the following labels: Not Rated indicates that a district or campus does not receive a rating for 

one or more of the following reasons;  The district or campus has no data in the accountability 

subset; the district or campus has insufficient data to assign a rating; the district operates only 

residential facilities; the campus is a Juvenile Justice Alternative Education Program (JJAEP); 

the campus is a Disciplinary Alternative Education Program (DAEP); the campus is a residential 

facility; or the commissioner otherwise determines that the district or campus will not be rated.  

Not Rated Data Integrity Issues indicate data accuracy or integrity have compromised 

performance results, making it impossible to assign a rating. The assignment of a Not Rated Data 

Integrity Issues label may be permanent or temporary pending investigation. Not Rated 

Annexation indicates that the campus is in its first school year after annexation by another 

district and, therefore, is not rated, as allowed by the annexation agreement with the agency 

(Texas Education Agency, 2018). 

Campuses that receive an accountability rating of Met Standard may also be eligible to 

earn Distinction Designations. Distinction Designations are awarded for achievement in several 

areas and are based on performance relative to a group of campuses of similar type, size, grade 

span, and student demographics. The Distinction Designation indicators are typically separate 
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from those used to assign accountability ratings. Districts that receive a rating of A, B, C, or D 

are eligible for a Distinction Designation in postsecondary readiness (Texas Education Agency, 

2018).  

Turnaround Schools 
 
Based on the current TEA accountability system, some schools in Texas are identified as 

“Turn Around Schools” after they have once been identified as Improved Required schools and 

have met state standards by the state’s accountability system.  According to TEA (Texas 

Education Agency, 2019), House Bill (HB) 1842 is a comprehensive legislation related to 

districts, charter schools, and campuses, specifically campus turnaround plans. After a campus 

has been identified as improved required for two consecutive years, the campus is required to 

develop and submit to TEA a turnaround plan describing the campus’ outline approach to 

making significant and sustainable gains in achievement and a “met standard” rating within two 

years. Campuses not meeting this standard in two years are subject to further sanctions, including 

campus closure or placement of a board of managers over the district.  

Texas Education Code §39.107 and the guidance and resources below will provide 

further details and support around turnaround planning requirements.  Campus turnaround is a 

comprehensive change in an academically unacceptable campus that produces significant and 

sustainable gains in achievement within two years. The campus turnaround plan describes 

actions that the campus will take over a two-year period to produce improvements in students’ 

outcomes (Texas Education Agency, 2019).  Campuses identified as “improvement required” are 

required to develop a plan targeting those items found after a need’s assessment is performed.  

Principals, along with their leadership team, will design a comprehensive plan identifying the 

campus’ goals and objectives.   
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House Bill 1842, passed in June 2015, amended Chapter 39 of the Texas Education code 

to require that campuses that fail to meet standards for two consecutive school years (2nd year IR) 

develop a campus turnaround plan (TEC 39.107 (a)).  The plan is developed by the district, along 

with the Campus Intervention Team (CIT) and parents, community members and other relevant 

stakeholders. The Board of Trustee and Commissioner of Education must approve the campus’ 

improvement plan (Texas Education Agency, 2019).  If a campus fails to meet standard for a 

third consecutive year (they become 3rd year IR), that campus must implement the board- and 

commissioner- approved turnaround plan as written, modify it, or withdraw the plan.  

If a campus receives three consecutive IR ratings after the order to submit the turnaround plan 

(they become 5th year IR), the commissioner must order closure of the campus or install a Board 

of Managers in the district (per TEC 39. 107 (e)).   

These consequences underline the importance of developing a strong plan that takes 

appropriate action to address the root cause of the campus’ low performance, (Texas Education 

Agency, 2019).  In the turnaround plan, the team will provide some background information 

related to the need assessment activities (visioning, systemic root cause analysis) and then 

describe the turnaround strategy they will use to resolve the systemic root cause of low 

performance and improve student outcomes on the campus.  The team writing the plan will then 

describe how they will implement the broad turnaround strategy using the four support systems 

from the Texas Accountability Intervention System framework: processes and procedures, 

organizational structure, capacity and resources, and communication (Texas Education Agency, 

2019).  Turnaround schools are identified as campuses that have not met state standards for more 

than two years and are at risk of the State of Texas placing sanctions on the campus if the rating 
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of the campus continues to remain with an “improvement required” status (Texas Education 

Agency, 2019).  

 Texas Education Agency has developed an Effective School Framework (ESF). The goal 

of the ESF is to provide a clear vision for what districts and schools across the state do to ensure 

an excellent education for all Texas students.  The ESF framework is rooted in the continuous 

improvement process which consists of identifying the needs: increased focus on campus 

practices in addition to data; plan: narrow focus on high leverage needs; and implement and 

monitor supports and capacity builders aligned to the framework. 

  

         
Figure 1. Effective School Framework Diagram 
  
The ESF defines five-prioritized levels that are essential in high performing campuses.  Each level 

includes: 

District Commitments: District commitments describe what local education agencies do to 

ensure that schools are set up for success. 

Essential Actions: Essential actions describe what the most effective schools do to support 

powerful teaching and learning. 

Identify 
Needs

Plan
Implement 

and  
Monitor
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Foundational Essential Actions: Each prioritized level has one foundational essential action 

which schools should address first in continuous improvement efforts, as they provide the 

foundation upon which the other essential actions develop. 

Key Practices: Each essential action includes a set of key practices that define what the 

essential action entails when implemented with fidelity (Texas ESF, 2019). 

 The ESF supports school and district continuous improvement efforts by providing the 

basis for the ESF diagnostic process and the foundation for the alignment of resources and 

supports to the needs of each school.   At the core of effective schools is effective instruction, 

interactions between students and teachers, and content determining learning outcomes.  This 

instructional core is strengthened and supported by effective, well-supported teachers, high-

quality curriculum, and positive school culture.  Strong school leadership and careful planning 

encompass and ensure each of these prioritized levels (Texas Education Agency, 2019). 

Effective school framework (ESF) Level 1, strong school leadership and planning, 

indicates that effective campus instructional leaders with clear roles and responsibilities develop, 

implement, and monitor focused improvement plans that address the cause of low performance.  

Level 2 indicates that campus leadership retains effective, well-supported teachers by 

strategically recruiting, selecting, assigning, and building the capacity of teachers so that all 

students have access to high-quality educators.  For Level 3, positive school culture is the focus.  

Level 3 suggests that positive school culture requires compelling and aligned vision, mission, 

goals and values, explicit behavioral expectations and management system, proactive and 

responsive student support services, and involved families and community. Level 4 focuses on 

high-quality curriculum; all students have access to a TEKS-aligned guaranteed and viable 

curriculum, assessments, and resources to engage in learning at appropriate levels of rigor.  
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 Finally, the last level focusses on effective instruction.  Level 5, Effective Instruction, 

refers to all students having rigorous learning experiences because the school ensures objective-

driven daily lessons, classroom routines, and formative assessments that yield the data necessary 

for teachers to reflect, adjust, and deliver instruction that meets the needs of each student (Texas 

Education Agency, 2019).  The Effective School places priorities on school leadership, planning, 

building teachers’ capacity, positive school culture, high-quality curriculum, and effective 

instructional practice.   

 Turnaround principals 

According to Hitt (2015), “Turnaround” principals are looked upon as transformational 

leaders. Turnaround principals have a task placed on them to take schools identified as 

“improvement required” and/or struggling schools and turn them into “met standards” schools 

based on student achievement, school progress and closing performance gaps. Teachers are the 

most valuable player when it comes to student achievement, along with the role of the principal 

(Hitt, 2015).                                                                                                                                         

Current practices for choosing principals are based on certain degrees and certifications, 

years of service in education and the experience one has in leadership; however, at times this 

method does not always produce the needed number of applicants who are willing to take on the 

task of working at a low performing school (Hitt, 2015). Moreover, these principals may not 

have the characteristics necessary to lead a turnaround.  Campuses in need of leader support to 

guide the work of improvement need leaders who understand those changes and processes 

needed to move a campus out of “Improvement Required” status.  There are many schools 

moving in and out of “improvement required” status; however, there are a limited number of 

principals equipped to do the work it takes to move a school forward (Hitt, 2015).  Based on 
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current practices, the educational system must address the needs of students from different 

ethnicities, socioeconomic classes, demographics, races, religions, and creeds.  In addition, the 

educational system must meet the needs of all learners identified as gifted-talented, English 

Learner, students receiving services underneath 504, Multilingual, Special Education, Dyslexia 

and other areas that demonstrates a need to support learners.   

One of the areas identified when reviewing student demographic data consists of the 

student’s economic status.  Most commonly, in low socioeconomic schools, the school’s 

accountability rating in Domain 2, often includes the campus’ economic disadvantage rating. 

According to Parrett and Budge (2015) some people believe if people remain in poverty, then 

their level of education will not expand; however, some argue it is completely the opposite, until 

people are educated, poverty will not cease.  (Haycock, keynote address, 2010 Education Trust 

Dispelling the Myth Conference).   

Parrett and Budge (2012) explained that in order to adequately discuss poverty in the 

United States of America, we must be willing to acknowledge the relationship between poverty, 

race, gender, immigration status, and family structure. When focusing on African American and 

Hispanic American children, it has been found that they are three times more likely to be living 

in poverty than White American and Asian American children (Danziger & Danziger, 2008).  

Additionally, children of single-parent households and first-generation immigrant parents have a 

greater chance of living in poverty than do children living in two-parent households and those 

living with native-born parents (U.S. Census Bureau, 2010).    

Throughout the United States, poverty has many faces, and it has a different effect on 

certain ethnicity groups. Poverty does not only affect certain ethnicities; it could also affect 

predominately whites in a rural community known to have struggles in an agriculture-based 
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economy.  Poverty could strike in a suburban community, where you would find mostly 

working-class citizens; or you could find poverty in the urban community, with racial diversity 

and limited opportunities for urban citizens to find adequate employment (Parrett & Budge, 

2012).   The United States population is large in numbers and the diversity is great; therefore, 

poverty looks different through the diversity found through the nation’s employment system.  

There are many socioeconomic factors that could point to how poverty is viewed throughout our 

nation.  Nevertheless, poverty does not automatic conclude schools that are in a poverty-stricken 

community will struggle to meet state’s standards based on the state’s accountability system. 

Parrett and Budge (2012) indicated:  

Those that are leaders in the High-Poverty/ High Performing (HP/HP) schools are 

connected to the community for which they serve.  Leaders that are connected to their 

school communities are informed and know the answers to questions such as these: What 

has happened in our community that has shaped collective experience?  How have the 

demographics of the community changed over the years? What is the community’s social 

and political response to poverty? What support is available?  How are wealth and income 

distributed in the community-who are the “haves” and the “have-nots”?  Is there a “wrong 

side of the tracks”?  If so, who lives there?  Where is the school located? Where do our 

families come from?  How long have they been in the community?  What are the traditional 

places of employment?  What is the economic structure of the community? Who are the 

major employers? What are the hopes and dreams of our families for their children’s 

futures? How are educators viewed? What does our community believe to be the purpose 

of school? (p. 18)   



 

 

22 

 
 

According to Parrett and Budge (2012), principals working in High-Poverty/High-Performing 

(HP/HP) schools seek excellence, equality, and equity.  These leaders understand that those three 

terms are different and that their meanings can be misconstrued.  Student achievement is a set 

expectation in HP/HP schools, and student academic growth is a part of the schools’ norms. 

Failure is not an option; therefore, students must academically perform.  HP/HP schools strive 

for equality in outcomes for all students in the area of academic growth and college readiness.  

The leaders of HP/HP schools understand that students’ support and interventions should be 

based on the need of the student, realizing all students need support but not all students need the 

same support (Parrett & Budge, 2012).   

According to Hitt and Meyers (2017), Center on Schools Turnaround at West Ed, 

understanding the importance of identifying those members of the professional learning 

community truth abilities, is key to low-performing schools.  Hitt and Meyers (2017), argued 

having the right people in place is the most important priority in turning a school around; 

however, the right people will foster a true shift and create a culture of achievement.  In a 2017 

publication, Goral (2017) captured insight into a life of a turnaround principal.  Linda Cliatt-

Wayman was referenced as a “turnaround queen.”  Principal Wayman earned this title through 

her work at two low-performing high schools in Philadelphia.  The success of her leadership 

gained notoriety and in a released article, Principal Wayman stated, “If you’re going to lead, 

lead.”  A leader needs like-minded people on their leadership team.  Principal Wayman was 

asked how she was able to get like-minded people to follow her lead and she explained, the 

impossibility of doing it alone.  She further explained the need she had to get the right people on 

the boat that she knew could do the work (Goral, 2017). 
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Jim Collins’ book entitled Good to Great (Collins, 2001) referenced a Level 5 leadership, 

the framework is based on improving and building up an organization. Collins’ (2001) first level 

of leadership is based on “First who, Then what?” The premise behind “First who, then what?” 

suggests the need to get the right person on the “bus.”  Principal Wayman pointed out in her 

interview Goral (2017) that one of the top priorities was to get the right person on the bus.  The 

executive who ignited the transformation from good to great did not first figure out where to 

drive the bus and then get the people to take it there.  No, he first got the right people on the bus 

(and the wrong people off the bus) and then figured out where to drive it (Collins, 2001).  Collins 

(2001) indicated, “Look, I don’t really know where we should take this bus. But I know this 

much: If we get the right people on the bus, the right people in the right seats, and the wrong 

people off the bus, then we’ll figure out how to take it someplace.” (Collins, 2001, p. 41). 

Principal Wayman’s practices geared toward making sure she had the right people on her 

team, aligned to Collins’ first level of leadership is based on “First who, Then what?”  High-

performing, high poverty schools do not do it alone-and they do not reinvent the wheel.  They 

access support, resources, and guidance whenever and wherever they can to foster a healthy, 

safe, and supportive learning environment (Parrett & Budge, 2012).  Having the right people on 

the team matters to the overarching outcome of the organization. 

According to Whitaker (2012), working successfully with high achievers is one of a 

principal’s greatest challenges. Whitaker (2012) asserted that as the high achievers take on 

responsibility for much of a school’s work, by not working effectively with those individuals, 

their valuable, irreplaceable contributions will be lost. An effective principal will recognize and 

develop an understanding of their high achievers, respond to their needs and work to maximize 

their abilities (Whitaker, 2012).   
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Additionally, research indicates that great relationships represent a more foundational 

core need for human survival (Lieberman, 2013).  Kiser & Watterson (2019) also suggested that 

leadership requires collaborative skills, coaching techniques, and good feedback skills in order to 

create an environment of safety and belonging, the number-one predictor of effective teams 

(Coyle, 2018; Kise & Watterson, 2019).  

United States Education Policies and Low-Income Students 

According to Mann (2014), there is a common misconception that equity and equality 

mean the same thing, and that they can be used interchangeably, especially when talking about 

education; but the truth is they do not and cannot.  Like equity, equality aims to promote fairness 

and justice, but it can only work if everyone starts from the same place and needs the same 

things.  Amadeo (2018) found that equity in education says that society should provide everyone 

the basic work skills of reading, writing, and simple arithmetic.  It should prohibit discrimination 

based on gender, ethnic origin, or socioeconomic status.  United States Department of Education 

has developed guidelines, policies, and procedures for each state in America to adhere to base on 

an accountability system.  Focusing on all students in all subgroups, it becomes important to 

have plans in place to meet the needs of students (Amadeo, 2018).  

In 1965, the Elementary and Secondary Education Act was passed outlining complete 

regulations for educational programs, including Title I, providing additional federal funds for the 

disadvantaged, (Jefferson & Hawkins Hill, 2011).  The Elementary and Secondary Act (ESA) 

provided funding for primary and secondary education programs; however, it does not provide 

resources for a national curriculum, the curriculum development is the autonomy of the states. 

ESA has placed certain mandates on the use of funds towards professional development, 

instructional materials, and resources to support educational programs and parental involvement.   
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Throughout the 1970s, the United States Department of Education reviewed the 

Elementary and Secondary Act every five to ten years. In 1980, the Department of Education 

was established as a cabinet level agency by Congress, and for the next 12 years Presidents 

Ronald Regan and President George H. W. Bush made education a priority within their 

administration, (Jefferson & Hawkins Hill, 2001).  In 1991, President George H. W. Bush 

established the National Education Goals Panel, the function of the Panel was to develop a 

national assessment system to measure progress toward the national education goals for 2000. In 

that same year, Congress passed a bill creating a national council on education standards and 

testing, the purpose of which would be to study the feasibility and desirability of creating 

national standards and a national examination system for students, (Jefferson and Hawkins Hill, 

2001). 

  In 2001, underneath President George W. Bush administration, the NCLB became the 

replacement of The Elementary and Secondary Education Act.  NCLB Act was designed to set 

standards on curriculum and instructional delivery for students to receive a high quality of 

education. The NCLB placed mandates on assessment measurements that were used to monitor 

students’ annual growth and performance (Department of Education, 2020).  Currently, the 

United States Department of Education is governed under the ESSA. According to the United 

States Department of Education at www.ed.gov, President Obama signed ESSA into law on 

December 10, 2015. Below are the requirements ESSA included in its provisions that will help to 

ensure success for students and school: 

• Focus on equity and provides protection for disadvantaged and high-need students. 

• Requires students to receive a high-level academic standard geared towards preparing 

American students for college and/or careers. 
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• Requires states/school to provide an annual assessment report for educators, families, 

students, and communities; highlighting academic performance and indicate students’ 

progress to college and career readiness.   

• Helps to support and invest in innovated programs based on the needs of the local 

campuses and local communities, with the support of local leaders and community 

educators.  

• Sustains and invest in high-quality preschools.  

• Focus on accountability and action geared towards low-performing schools, where 

groups of students are not making progress, and where graduation rates are low over 

extended periods of time (Texas Education Agency, 2015). 

In 2012, the Obama administration began granting flexibility to states regarding specific 

requirements of NCLB in exchange for rigorous and comprehensive state-developed plans 

designed to close achievement gaps, increase equity, improve the quality of instruction, and 

increase outcomes for all students, (U.S. Department of Education, 2019).  Based on the passing 

of the ESSA, each state is held accountable in the areas of addressing achievement, progress, and 

high-performance standards for all students.  This research will focus on the State of Texas’ 

accountability system and its aligned policies and procedures to address the mandates found in 

the ESA.  The State of Texas educational agency is known as Texas Education Agency (TEA), 

which is solely responsible for implementing the ESSA for the state of Texas (TEA, 2019).  
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Title I Schools 

Title I provisions were established through the Elementary and Secondary Education Act 

an updated by ESSA.  Title I provide funding to local education agencies to support students 

from low-income families to help them in the area of academic achievement (National Center for 

Educational Statistics, 2019).  Schools that have forty percent of their enrolled students’ families 

identified as low-income qualifies as a Title I school. Title I funds are given at this district level, 

the district is responsible for distributing funding to schools based on a formula that calculates 

the number of students eligible for support and the cost to support their academic needs 

(National Center for Educational Statistics, 2020). According to (TEA, 2019), Title I fund 

provides supplemental resources to campuses to serve students from low-income families.  The 

supplemental resources are used to ensure students are afforded educational opportunities that 

will support them to meet academic standards (TEA, 2019.   

Title I programs are not stand-alone programs.  They are designed to be incorporated into 

the regular educational school program. By law, schools must address the needs of low-

achieving students identified as “at-risk” (Education Week, 2004). The goal of Title I programs 

is to provide academic and enrichment opportunities to low-income students.  Additionally, Title 

I funds are often used to provide students and parents opportunities to participate in programs 

such as extended programs, parental involvement programs, and literacy-based programs.  

Identifying instructional practices that diminish students from being at risk of academic 

challenges must be the focus of school personnel (Hirna, Hollob & Scottc, 2018).  The 

implementation of special programs related to closing academic gaps is essential to disadvantage 

students.  According to Hirna, Hollob, and Scottc (2018), programs that are effectively 

implemented shows an increase in student involvement and has a lasting impact on student 
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achievement.  The opportunity for Title I schools to receive additional funding assist with the 

school’s ability to incorporate special programs for at-risk students. 

Principals’ Role as an Emotionally Intelligent Leader (EIL) 

The key aspect of improving schools is to identify commonalities and differences of 

those male and female principals making an impact in Title I elementary schools by students 

meeting achievements based on Texas’ accountability system.  In order to explore the priorities 

of male and female principals, the Emotionally Intelligent Leadership (EIL) will serve as the 

study’s theoretical framework.  Shankman, Allen, and Haber-Curran (2015) suggested that EIL 

provides “individuals with the knowledge, skills, perspectives, and attitude to achieve desired 

leadership outcomes” (p. 9).  EIL has three key facets (i.e., consciousness of self, consciousness 

of others, and consciousness of context) and 19 capacities (Shankman et al., 2015; Dugan, 2017, 

p. 95).  Table 1.1 identifies each of these.  
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Table t.t 

Emotionally Intelligent Leadership Framework 
____________________________________________________________________________ 
Facet/Capacity    Definition 
____________________________________________________________________________ 
Consciousness of Self: Awareness of your abilities, emotions, and perceptions 

Emotional Self-Perception  Identifying emotions and their influence on behavior 

Emotional Self-Control   Consciously moderating emotions 

Authenticity     Being transparent and trustworthy 

Flexibility     Being open and adaptive to change 

Initiative     Taking action 

Achievement     Striving for excellence 

Consciousness of Others: Awareness of abilities, emotions, and perceptions of others 

Displaying Empathy   Being emotionally to tune with others 

Inspiring Others   Energizing individuals and groups 

Coaching Others   Enhancing the skills and abilities of others 

Capitalizing on Difference  Benefiting from multiple perspectives 

Developing Relationships  Building a network of trusting relationships 

Building Teams   Working with others to accomplish a shared purpose 

Demonstrating Citizenship   Fulfilling responsibilities to the group 

Managing Conflict   Identifying and resolving conflict 

Facilitating Change   Working toward new directions  

Consciousness of Context: Awareness of the setting and situation 

Analyzing the Group   Interpreting group dynamics 

Note. Shankman, M.L., Allen, S. J., & Harber-Curran, P. (uvtw).  Emotionally intelligent leadership: A guide for 
students (und ed.). San Francisco, CA: Jossey-Bass 
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EIL is hypothesized to work in a manner equal to the leadership model.  As individuals 

enact EIL capacities, the reaffirming commitment to leadership actions creates a strong influence 

on those individuals within the organization and/or group and the organizational outcomes (Allen 

et al., 2012).  Through EIL, individuals are encouraged to understand their organizations, 

empower the organization’s members, and respond to organizational need by making necessary 

changes. (Dugan, 2017).  EIL commits to the practice of empowerment and embracing the 

organization members’ values and their ability to bring their creativity to organization. 

Table 1.2  

Strengths and Weaknesses of EIL 
 
 
 Strengths       Weaknesses 
 

Places EIL in the leadership literature with 
clear statement central 
 
Encourage alteration of EIL to reflect 
personal experience and perspectives 
 
Offers specific attention to context and the 
need for capacities to be responsive to 
varying contextual influences  

 

Relatively new with limited empirical support 
 
Introduces numerous, complex capacities  
with some seemingly tangential to EL and 
others needing greater explication 
 
Absence of attention to considerations 
associated with power and social location 
 

 

Note. Dugan, J. P. (2017). Leadership theory: cultivating critical perspectives. San Francisco, CA: 
Jossey-Bass. 
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EIL theory suggests that leadership takes the time to build capacity within his or her team 

and creates opportunities for others to develop their given talent. Therefore, it becomes a 

challenge to leaders of an organization, to make sure they are making an impact and empowering 

those around them. When the leader is away from the operation, it is important that the day-to-

day practices are not interrupted. The leader understands the value of shared power and the value 

of training those members within the organization to function well in their absence. Underneath 

this Emotional Intelligent Theory, the leader has the mindset of coaching, modeling, developing 

relationship, and capitalizing on differences.  The leader understands the importance of diversity 

and embracing the ideas of those members on the leadership team.  

 Having different people within the team that do not necessarily view life the same way 

as the leader is important.  It is important to see things through different lenses and to have the 

ability to engage in effective conversations while embracing others’ values and opinions.  The 

importance of empowerment and building leadership capacity is a key element of an effective 

leader.  For an organization to maintain growth, all members must have a growth mindset and 

those in leadership cannot be intimidated when it comes to sharing power. The EIL realizes the 

needs of others and design practices to promote growth and development. 

Principals’ Priorities Creating Positive School Culture 

Positive school culture has a major impact on school improvement, and it contributes to 

the success of the organization (Habegger, 2008).  Habegger (2008) explained how different 

principals’ roles were investigated while examining three different schools, which included: 

instructional aligned based on the content expectations, the campus plans for improvement, the 

written plan to address students’ academic success, parent and community involvement, and 

creating a positive school culture.  Habegger (2008) found out the school culture was the 
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difference between the three campuses and how the culture has a strong impact on school 

improvement.  

Principals who experience success typically create a positive school culture that promotes 

professional development and collaboration among teachers to ensure effective practices are 

used throughout the learning community (Dinsdale, 2017).  The role of a principal can be 

challenging with major responsibilities; however, it is important that the principal incorporates 

creating a position culture within his or her leadership style.  The principals in these high-

achieving schools understands the importance of creating a culture that encourages teachers 

within their skill, they embrace the professional learning community, they appreciate their 

students and teachers, and they understand that the parents and community members has a strong 

impact on the success of the school Habegger, 2008).  

Wagner (2016) urged that as a school leader, the top commitment is to improve student 

learning. Refining instructional practice among staff should be at the top of the priority list.  But 

before leaders go searching through data and refining their school’s standards, they should keep 

in mind that creating a positive school culture can have a remarkable impact on the success of 

the school.  Wagner (2016) presented the following techniques and examples used over years of 

service; he encourages principals to plan a bridge program for those new to the organization both 

students and staff, make sure are visible schoolwide, the importance of a loyal opposition, create 

opportunities to collaborative throughout the organization, and provide opportunities for school-

wide meetings and assemblies.  

Westerberg (2016) argued it is important for principals to be visible throughout the 

school, visiting classrooms to support students and teachers, which will help the staff to see the 

principal as a leader versus a ruler. Taking on a role of a visible leader, helps the principal to 



 

 

33 

 
 

become actively involved in the day-to-day practices of the school.  It is important for students 

and staff to see the principal active in the life of the school.  The main explanation why the other 

aspects of effective schools have been able to thrive is a positive school culture (Habeggar, 

2008). Principals must have purposeful programs that are tied directly to school culture, which is 

the primary way of maintaining a positive school (Bush, 2015.)  Principals leading with purpose, 

understands the value of connecting their school’s strategic plans to the school’s culture. 

Principals that take on the role as a lead learner do not spend time on checking items off a 

checklist; however, they understand the importance of building a collective team of collaboration 

and growth (Fullan & Quinn, 2016.) 

Principals’ Priorities on Establishing and Sustaining Vision, Mission, and Goals 

Principals establishing and sustaining vision, mission, and goals for their campuses has 

been found to make an impact on student achievement and school improvement.  A school’s 

vision is rooted in the desired outcome and a commitment to the continuation of the process. 

Stakeholders involved in the development of the vision and making the transition happen are 

recognized as change agents within the organization (Stringer, 2013). According to the Wallace 

Foundation (2020), the success of a school is based on having a robust, credible process that 

involves all key stakeholders that can mold the vision, which ultimately leads to school 

improvement.  A Gill (2018) article found in the National Association of Elementary School 

Principal, Principal Magazine, Principal Supplement shared shared how Principal Antoinette 

Hudson established the vision and the steps needed to develop a culture of student achievement.  

Principal Hudson was selected to serve at a Title I struggle school with an enrollment size 

of 220 students.  Most of the students qualified for free or reduced lunch.  In Gill’s (2018) 

article, Principal Hudson explained her three-year journey as principal of Fairview Elementary 
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School in Denver, Colorado.  Fairview Elementary School was recognized as a red school, which 

identified the school as a low performing school and was in jeopardy of closure. Prior to Hudson 

becoming principal, teachers were managing their own classes, there was little to no 

collaboration among colleagues, and the campus had a high level of disciplinary concerns (Gill, 

2018).  After assessing the needs of the school, Principal Hudson discussed her first line of 

business, which was referenced “resetting the culture of the school and creating a positive 

learning community for the students.”  As a result, she challenged the teachers to become role 

models for the students by enforcing a professional dress code and she departmentalized reading 

and math content areas.  

Principal Hudson stated that there was some kickback toward her new orders, and some 

teachers chose to leave after two years of her being named principal (Gill, 2018).  However, 

Principal Hudson continued and developed new programs to reward and celebrate students’ 

academic and behavior growth.  Systems were designed to publicly reward students and 

opportunities were created for students to remind their peers to uphold their commitment to act 

respectfully and responsibly. According to Gill (2018), Principal Hudson found that kids engage 

in learning when they are supported and form meaningful relationships. This has been noted as 

one of the greatest keys to obtaining a successful outcome in education.  After serving as 

principal for three years, in 2016, Fairview Elementary School was no longer identified as a red 

school and was identified as making significant academic gains on the state test.   

As of 2018, Fairview Elementary was recognized as one of 33 high-poverty schools that 

showed adequate gains within the State of Colorado and now carries the rating as a green school.  

Schools receiving a green rating indicates a school has met state expectations in the area of 

student achievement and growth. Principal Hudson indicated that Fairview is now a school 
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where students and teachers want to be and highlighted the retention, stating there have not been 

any resignations within the last two years (Gill, 2018). 

 Principal Hudson’s three-year journey included steps taken to sustain the vision set for 

the school by remaining consistent.  Zalaznick (2020) states leaders know when they are making 

the right decisions and gaining milestones within the organization, when the right people commit 

to staying around.  Principal Hudson explained how some teachers were not able to adjust to the 

changes and decided to leave, but ultimately her drive to remain consistent to her practices 

yielded success.  When focusing on academic and behavior improvement, a leader must have an 

improvement mindset and set expectations for staff and students, which will move into the 

classroom and overall students will know what is expected of them (Stringer, 2013).  The impact 

a consistent leader makes by conveying their vision and being true to his or her practices benefits 

the development of students and staff.   

The benefit of having a clearly defined mission, vision, values, and goals contributes to 

the organization's members understanding the "why," and it helps to develop their commitment 

to the success of the professional community (Dufour, Dufour, and Eaker, 2008).  The leader 

understands the importance of conveying the "why" to the members of the organization and how 

it links to the overall accomplishment of student achievement.  Goodwin, Cameron, and Hein 

(2015) argued that it is the leader's responsibility to keep the established mission and goals in the 

forefront of the school's attention if they want the school to be successful.  It is essential to 

communicate the mission and goals constantly; having the goals posted throughout the school 

and discussing the goal within the professional learning community provides an opportunity for 

the mission and goals to remain in the forefront. 
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The mission, vision, and goals set the standards of the organization.  It is important to 

develop durable goals and clear expectations to meet all learners' needs (Goodwin, Cameron, & 

Hein, 2015). Establishing sustainable organizational goals creates an opportunity for continuous 

growth and development.  York-Barr and Costa (2006) explained that the area of building 

productive systems, the mission and goals of an organization is defined by, “who the 

organization is, what the organization believes, and how the organization behaves in order to 

move the organization forward.  It is imperative that the leader understands the importance of 

members within the professional learning community and embraces the "who," the "what," and 

the "steps" that are outlined in the vision, mission, and goals in order to move the organization 

forward.  When the leader of an organization commits the time to focus on building the 

stakeholders' capacity around the purpose of the organization, he or she will create a pathway to 

organizational success. 

Principals’ Priorities on Developing Self and Others 

School improvement is centered around student progress and achievement; therefore, it is 

not unusual to link the importance of teacher professional development to school improvement 

(Harris, 2002).  One of the key components to improving a school’s outcome is to invest in 

providing quality teacher development opportunities. The school’s accountability status, 

regarding “met standard,” improvement, and/or student progress, rests in the hands of those 

members within the professional learning community (Dufour Marzano, 2011).  In the area of 

school improvement, it is important to build capacity among the members of the professional 

learning community versus spending time on building programs.   

When focusing on school improvement, it is important for leaders to focus on recruiting 

the right teachers, building teacher capacity, and budgeting funds to develop the professional 
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learning community and less focus on funding programs; programs do not improve schools, staff 

members improvement schools (Whitaker, 2012). Teachers and other school staff members are 

one of key factors to the process of improving schools and providing the support needed to make 

the organization functionable. Appreciating the contributions people make to the organization 

and to reassure those in the organization that their presence is valuable. In addition, building 

capacity of those teachers within the learning community by modeling and coaching, benefits the 

growth and the development of those teachers. Effective leaders understand the value of 

embracing contributions of members within the learning community, and how acknowledging 

their contributions helps to move the school forward and increase student achievement.  

Fullan (2014) indicated that principals must focus on developing and mastering skills in 

order to maximize their power to change their schools. In Leadership and Teams: The Missing 

Piece of the Education Reform Puzzle, the core characteristics for effective leaders are identified 

in the form of specific competencies (Kirtman, 2013; Fullan, 2014).  According to Kirtman 

(2013), a competent leader: 

1.  Challenges the status quo. 

2.  Builds trust through clear communications and expectations. 

3.  Creates a commonly owned plan for success. 

4.  Focuses on team over self. 

5.   Has a sense of urgency for sustainable results. 

6.  Commits to continuous improvement for self. 

7.  Builds external networks and partnership. 

(Kirtman, 2013; Fullan, 2014, p. 128) 
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Green (2010) argued the strength of leaders aligns with their views and standards, as well 

as the views and standards of their followers. The advantage of the leader’s success is linked to  

(a) understanding how their behavior is connected to the behavior of those that follower and how 

the behavior of those that follower are connected to their own behavior; (b) the leader is able to 

acknowledge their own strength and the strength of others; (c) the leader has an awareness of 

what molds their desired outcomes and their personal beliefs; and (d) the leader knows how to 

sense the areas of growth and development for self and those in the organization (Green, 2010).  

Leaders understand there is a strong need for them to continue to grow, and they also understand 

the importance of encouraging others within their learning community.  If educators embrace the 

idea that students should be critical thinkers, then there is the same need for adult learners to tap 

into deep pedagogy and practices (Fullan & Quinn, 2016.)   

There is a need to allow adults to have opportunities to think outside of the box and apply 

concepts that will enhance student growth and development overall.  When leaders focus on 

building capacity, those within the learning community develop a growth mind-set, it sustains 

and improves student learning.  This creates common knowledge across all levels, and it 

establishes a collaborative learning environment, student achievement increases, and it develops 

an opportunity for ongoing and new learning experiences (Fullan & Quinn, 2016.)  According to 

Parrett and Budge (2012), leaders understand the need to build capacity within others by 

developing the use of open conversation and collaborating the vision for high level learning for 

everyone.  When the lead learner place emphasis on professional development within the 

learning community everyone prospers.   

Principals’ Priorities on Improving Instruction and managing data decision processes 
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Parrett and Budge (2012) asserted that a school’s improvement journey relies on the 

principal’s ability to stay the course during difficulties and to maintain long-term momentum. 

Principals take the following actions to ensure the work is focused on improving student, 

professional and system-level learning:  As the lead learner, the principal facilitates conversation, 

acts as the chief steward over the visions, collaborates with teachers to derive at a clear 

understanding of best teacher practices to enhance learning, and communicates with staff 

members to ensure processes and procedures are in place for curriculum alignment, delivery of 

quality instruction, development of assessment, professional growth and to develop systems to 

target intervention support and continual schoolwide improvement.  Engaging in leadership best 

practices is focused on using proven research-based practices in the instructional process.  

Through analyzing data and identifying the needs of the students, leaders can create and 

implement strategies to meet student needs (Green, 2017).  

Understanding the role of data review and trends is an important factor in school 

improvement.  Data is often confused with statistics outcomes; however, data is not just a group 

of numbers and percentages, data allows leaders to see trends and make reliable decisions for 

school improvement (aasa.org).  Making data-driven decisions, school leaders must be willing to 

see things differently and they must be willing to involve all stakeholders in the process 

(aasa.org). It is important to understand data point to guide decisions based on how educators can 

set goals, how educators can pace instructional practice and develop specific interventions, how 

it can indicate discrepancies between grades and assessments, and how to create a culture of 

reflective practices (Datnow & Park, 2014).   

Collins (2001) stated when an organization has a desire to move from good to great, the 

leaders of the organization must be willing to look at the data and acknowledge the brutal facts. 
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Companies that have had the success of moving from good to great started their needs 

assessment by looking at the brutal facts and confronting them (Collins, 2001). Knowing the 

truth about the state of an organization is important when it comes to making appropriate 

decisions concerning growth and development.   

Organizational Health 

 Organizational Health is what steers the culture and ultimately defines the life of an 

organization (Hoy, Tarter, Kottkamp, 1991).  According to Green (2017), comprehending the 

meaning and purpose behind the school’s organization is necessary. The leader must discern how 

to interact with both internal and external members of the school community. The leader brings 

clarity to understanding the school or district’s culture, climate, and vision. A focus is placed on 

the vision’s benefits, creating the professional learning community, and setting standards for how 

the members of the community interact. The leader understands how to cultivate a positive 

climate and environment with the desire to promote the organization’s mission and vision.  In 

addition, the leader pulls from those members within the organization by embracing each 

member’s strength and talents, in order to move the organization forward.  The leader promotes 

the vision of the organization and is able to clearly articulate it to the members within the 

professional learning community.  The leader understands how to build on the strengths of the 

members within the organization by empowering them to use their talents to build up the 

learning community (Green, 2017). 

An organization does not become healthy overnight, it is a process, and it takes times to 

build, going through ups and downs is a part of the development (Lencioni, 2012). There is a 

process to building a healthy organization and understanding the value of those members within 

the organization. Green (2017) indicated that it is important to build bridges through 
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relationships, leaders understand the value of building pathways between the leader and those 

stakeholders to enhance organizational support. Members of an organization should feel valuable 

and should know their contribution matters.  

 Green (2010) indicated that it is necessary for sincere relationships to be built between 

the leader and those members of the organization. If a sincere relationship exists within an 

organization, it is more likely that the environment of the organization will be nurturing.  In a 

healthy organization, there is a limited feeling of being overwhelmed, members of the 

professional learning community enjoy being a part of the organization and they have a strong 

connection to organization’s outcomes and objectives (Hoy, Tarter, and Kottkamp, 1991). 

According to Green (2017), there are four types of relationships that enhance the 

leadership practice: principal-teacher; teacher-teacher; teacher-student; and school-community; 

which have been found to promote the organization’s success.  Established relationships 

encourage trust among the leaders and those members within the organization, it enhances a 

nurturing and positive work environment and promotes equity and encourages three basic 

assumptions underpinning this dimension are: (a) members of the organization accept the 

policies and practices of a leader whom they trust; (b) mutual respect contributes to a positive 

work environment; and (c) equity and fair processes foster a commitment to organizational goal 

attainment.  Leadership relies on the presence of positive relationships and they are vital to 

creating the environment needed to accomplish the school’s desired goals. (Sergiovanni & 

Green, 2015)  

Reflecting on organization’s health and its overall performance, Lencioni (2012) argued 

the greatest accomplishment an organization can achieve is organizational health.  A healthy 

organization can sustain far greater success that a company operating as an unhealthy 
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organization.  Many leaders are uncomfortable with discussing the health of an organization 

because society has taught us business is business.  A healthy organization is far greater than an 

emotional group of individuals.  In fact, a healthy organization, takes into consideration those 

smart factors such as the vision, systems, and those healthy factors such as, minimal politics, 

disagreements, and working in silos (Lencioni, 2012). Organizations are not just the building 

they are housed in; the organization is built on purpose and those members of the organization 

have a responsibility to meet the needs of those they serve (Kaplan & Owings, 2017).  One of the 

keys to a successful organization is understanding the purpose and vision and embracing 

members of the organization skills and value they bring to the organization. 

Leadership 

Effective leaders are confident in their value to their learning communities and are aware 

of their ability to achieve successful results and the need to map out plans to realize their goals 

(Green, 2017).   A great leader can communicate the school’s direction to the community’s 

members and motivate those members to be participants in achieving the organization’s mission 

and goals (Professional Standards for Educational Leaders, NPBEA, 2015; Wallace Foundation, 

2015).  A great leader understands at times he or she must serve as a master and at other times 

serve as a servant (Beck, 2014).  According to Kafele (2018), effective leaders are visionaries 

who are secure in their leadership identity and develop their own unique approach.  According to 

Green (2017), researchers at the University of Memphis have led several studies focusing in the 

area of leadership.   

Studies conducted over an eight-year span, looked at the behavior of the school leader, as 

well as the behavior of those members being led by the school leader, and how the school 

leader’s behavior affected student achievement (Farmer, 2010; Fee, 2008; Green, 2010; Hunter-
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Heaston, 2010; William-Griffins, 2012).  At the conclusion of the research, it was found the 

school leader’s leadership style emerges in four dimensions: (a) understanding self and others; 

(b) understanding the complexity of organizational life; (c) building bridges through 

relationships; and (d) engaging in leadership best practices (Farmer, 2010; Fee, 2008; Green, 

2010; Hunter-Heaston, 2010).  It is important for leaders to understand how their leadership style 

impacts others and the importance of embracing members of the learning community by 

promoting their professional development.  Relationships and organizational health are critical to 

the success of an organization and successful leaders understand their roles in both relationships 

building and the health of the organization. 

Democratic Leadership/Shared Leadership 

Democratic leadership, also known as participative leadership or shared leadership, is a 

type of leadership style in which members of the group take a more participative role in the 

decision-making process.  This type of leadership can apply to any organization, from private 

businesses to schools to government (Cherry, 2018).  Characteristics of Democratic Leadership 

are he or she understands the importance of encouraging one to share ideas and opinions, 

allowing the members to be a part of the process and to give the members the opportunity to be 

creativity.  According to Cherry (2018), good democratic leaders possess specific traits that 

include: honesty, intelligence, courage, creativity, fairness, and competence.  Strong democratic 

leaders inspire trust and respect among followers.  They are sincere and base their decisions on 

their morals and values.  Followers tend to feel inspired to take actions and contribute to the 

group.  Good leaders also tend to seek diverse opinions and do not try to silence dissenting 

voices or those that offer a less popular point of view (Cherry, 2018).   
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A Democratic leader gains his or her reputation through being an active participant, 

displaying accountability, the democratic leader is willing to take ownership of the organization 

and be accountable for their decisions concerning the organization’s goals and mission (Flynn, 

2019). Reflecting on school improvement, democratic leaders have been closely affiliated with 

the success of an organization. A democratic leader focuses on effectiveness, engagement, 

building organization capacity and involves themselves in the work (Woods, 2005). 

Organizations that embrace democratic leadership understands the value of working together, 

making decisions, implementing strategies, progress monitoring, and allowing each member 

feels a sense of ownership (Kilicoglu, 2018).   

Servant Leadership 

 The term servant leadership was coined by Robert K. Greenleaf in his 1970 essay The 

Servant as a Leader (Boone & Makhani, 2012). According to (Blanchard, 2018) a servant leader 

understands the mission of enriching lives, building up an organization and understands the 

importance of promoting fairness throughout the world.  Servant leaders understand the 

importance of being proactive, motivated, and having a strong drive for success (Gandolfi & 

Stone, 2018).  Reflecting on empowerment and support growth and development, the servant 

leader comes to mind.  According to Blanchard (2018), contrary to what many people assume, 

servant leadership is not about shirking responsibility and power.  Servant leaders do not deny 

their power, they just recognize that it passes through them, not from them.  They make the 

world a better place through the moment-to-moment decisions they make as they interact with 

others at work, at home, and in the community (Blanchard, 2018). Researching servant 

leadership, Irving and Berndt (2017) indicated that in the early conceptual work of Robert K. 
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Greenleaf, leadership theorists began to engage the work of theory formation in the 1990s and 

early 2000s, and this has given rise to empirical studies through to today.  

For Greenleaf, a servant leader makes sure that other people’s highest priority needs are 

being served by being a servant first (Irving & Berndt, 2017).  Servant leaders understand the 

value of communicating the vision of the organization to his or her members in order to move 

the organization towards obtaining the outlined mission (Boone & Makhani, 2012).  When the 

servant leader conveys the vision for the organization and the vision is clearly defined, the 

servant leader does not leave the work to those members of the organization, the leader begins 

the work with the team (Blanchard, 2019.)   Greenleaf described servant leadership as beginning 

with the natural desire to serve and be a servant first (Boone & Makhani, 2012).  

Boone and Makhani (2012) stated that servant leaders prioritize the empowerment of 

others and that personality, perception, feelings, and motivation are a commonality between 

servant leaders. Servant leaders do not force people to follow them, servant leaders understand 

the value of walking side by side with the members of the organizations to clearly identify the 

vision of the organization (Boone & Makhani, 2012).  Servant leaders believe it is equally as 

important to support the head of an organization as well as to serve within the organization.  A 

servant leader embraces the opportunity to provide support to the growth and development of 

others and view serving as a calling as a leader. 

Transformational Leadership  

 According to White (2018), transformational leaders promote others within the 

organization to be creative and encourage others to step out of the box to develop systems to 

enhance the growth of an organization. Transformational leaders set an example through a strong 

sense of corporate culture, employee ownership, and workplace independence. Transformational 
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leaders trust their trained employees to make decisions in their jobs and motivate employees 

without micromanaging. Transformational leaders provide opportunities to those members in the 

organization a chance to bring forth innovative ideas. Transformational leaders also mentor and 

train employees to ultimately become transformational leaders (White, 2018). 

According to Bass (1985), transformational leader embraces the idea of others by 

promoting and motivating them to become contributors to the work of the organization. 

Transformational leaders understand the value of encouraging others within the organization, the 

value of creating an ethical work environment, the value of setting priorities and transforming 

employees’ mindset to work toward the over good of the organization.  The transformational 

leader encourages cooperation and open communication within the organizations, and they 

understand how to coach and mentor members of the organization to make effective decision and 

take ownership of the assigned task (White, 2018).  Transformational leaders understand the 

value of motivating the members of the team, the create an environment where each member 

feels valuable and they promote personal development and allows for flexibility (Flynn, 2019).  

Leaders providing opportunities for teachers to engage in mentorship activities build a culture of 

oneness and foster an environment of growth and development. Transformational leaders focus 

on creating opportunities for members of the learning community to grow into leadership and to 

transition into a key player within the organization. 

Male and Female Leadership Traits  

Male and Female leaders are considered to have different leadership traits; however, the 

difference does not suggest one gender is more qualified than the other. A study conducted by 

Chamorro-Premuzic (2019) urged men in leadership roles tended to focus on managing the job at 

hand and women in leadership roles tends to place their focus on making sure the people within the 
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organization have what they need to complete the task.  The difference among the male and female 

leaders create opportunities to explore different viewpoints, organization that embrace placing 

both males and females in leadership roles understand how it contributes to the success of the 

organization (Willie, Wiernikm ,Vergauwe, Vrijdags, and Trbovic, 2018.)   

Until leadership roles are disassociated with masculinity, women will continue to have to 

justify their ability to lead even when there is direct evidence that the woman is the most 

qualified for a certain position (Chamorro-Premuzic, 2019.)  Sandberg (2013) asserted that in 

order to grow and continue to take on challenges, women must believe in their own abilities, 

even when facing challenging situations that are beyond their window of tolerance. Sandberg 

(2013) explained, “I still have days when I feel like a fraud.  And I still sometimes, find myself 

spoken over and discounted while men sitting next to me are not.  But now, I know to take a 

deep breath and keep my hand up.  I have learned to sit at the table” (Sandberg, 2013, p. 38).   

In leadership, male leaders are viewed as being a competitive leader, promoting their 

individuality, whereas female leaders tend to build their leadership around building relationships 

within the organization (Polk & Chotas, 2015.)  According to Sandberg (2013), women view 

their male counter partners as the leader of the pack in the area of leadership and upper mobility. 

Gino and Brooks (2015) suggested, women are not big on competing, whereas their male counter 

partners lead in the spirit of competitiveness, which is a perception of why some women do not 

make it into top leadership roles. 

  Polk and Chotas (2015) concluded no real achievement come easy, women are known for 

working harder than men to achieve a leadership role; however, men still face many of the same 

adversities as women in their roles as leaders.  In the area of leadership, male or female, each 

gender may have their challenges and ways to lead but the desire to be successful is what truly 



 

 

48 

 
 

matters to produce a successful organization.  Greenwell (2017) argued having a diversity group 

of leaders, male and female promotes the overall success of the organization; therefore, it is 

important to have both men and women a part of the of the leadership team.   

Conclusions 

Chapter II provides background information on the history of the United States education 

school system and the rights given to states to manage and maintain the policies and procedures 

set forth by the current education act Every Student Succeeds Act (ESSA).  Based on the passing 

of the ESSA, each state is held accountable for school performances.  The State of Texas 

education agency is known as the Texas Education Agency, which oversees primary and 

secondary public schools. Texas Education Agency has developed an accountability system to 

monitor the mandates centered around school performance in the area of achievement, school 

progress and closing gaps.  Beginning in the 3rd grade, students are required to take the STAAR 

assessment to measurement each school’s performance and students’ academic development.  In 

the State of Texas there are schools identified as “improvement required” and are subject to 

developing state plans, indicating the steps they will take to meet the required standards.   

As indicated in Chapter II some schools are listed as schools in high-poverty area and are 

still meeting state standards.  These schools are being led by both male and female principals in 

Title I elementary schools are showing proof that the student achievement standard can be met.  

Through practice there are various leadership styles embraced by both male and female 

principals, along with various priorities deemed as important to promote student achievement 

and ultimately meet the standards identified by the Texas Education Agency.   

Chapter II referenced building the capacity of members within the organization, 

developing oneself, empowering students, embracing all stakeholders, as well the principal being 



 

 

49 

 
 

the lead learner. Emotional intelligence theory supports the areas of promoting and empowering 

those in the community by recognizing their individual strength.  The literature review discusses 

the importance of a positive school culture, establishing and sustaining vision, mission, and 

goals, developing self and others, improving and managing data decision processes, establishing 

a healthy organization, male and female leadership traits, and school leadership. The state of 

Texas education agency, TEA has developed an effective school framework, which targets 

several components highlighted in the literature review such as building capacity within 

leadership and teachers, positive school culture, and engaging in high-quality curriculum with 

effective instruction.  These priorities set by male or female principals may embrace in their 

approach to meet state standards and promote student achievement.   

The objective of the Literature Review is to capture those key components and/or 

priorities needed in the area of student achievement and meeting state standards.  
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CHAPTER III 

METHODOLOGY  

Purpose and Significance of the Study 

The purpose of this qualitative study was to identify male and female elementary 

principals’ priorities serving in Title I elementary schools that have demonstrated the ability to 

maintain “met standards” in the area of student achievement based on the Texas Education 

Agency (TEA) accountability system.  TEA accountability system has three domains used to 

monitor student achievement, school progress, and closing academic gaps. In this research, the 

researcher focused on how those domains apply to elementary schools.   

According to (TEA, 2018), the overall design of the accountability system evaluates 

performance according to three domains: student achievement measures achievement and/or 

performance across all tested subjects, school progress measures district and campus outcomes in 

two areas: the number of students that has shown at least one-year academic growth or are on 

track for their academic grade level as measured by STAAR results and the achievement of all 

students relative to districts or campuses with similar economically disadvantaged percentages, 

and closing the gaps uses disaggregated data to demonstrate differentials among racial/ethnic 

groups, socioeconomic backgrounds, and other factors.   

In this comparative study, data was gathered from both male and female principals 

serving on an Elementary Title I campus in an urban school district within the State of Texas 

using the AEL.  The AEL conceptual framework consists of five themes and seven strands that 

make up the conceptual framework.  The themes found in the AEL conceptual framework 

reference creating positive school culture; establishing and sustaining vision, mission, and goals; 
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developing self and others; improving instruction; and managing data and processes.  In order to 

guide this study, the researcher used the following research questions:  

1.  What are the predominant priorities of male elementary school principals in 

increasing student achievement at Title I schools? 

2.  What are the predominant priorities of female elementary school principals in 

increasing student achievement at Title I schools?   

Principals were surveyed to identified predominant priorities needed in order to promote 

student achievement. The responses of principals were gathered in order to analyze how student 

achievement is affected by these practices. It was important to gather the perceptions of the 

principals in order to achieve a non-biased, more holistic view of the principals’ priorities. 

Research Design 

In this comparative research study, the researcher used the qualitative method of research 

in order to compare the priorities of male and female principals serving on an Elementary Title I 

campus in an urban school district within the State of Texas. The researcher conducted a 

qualitative phenomenological study to find trends related to increasing student achievement in 

Title I schools.  A phenomenological study shows a collaborative meaning between individuals 

going through the same experiences to gain knowledge of a concept (Creswell & Poth, 2018).  

The study looked at the priorities of male and female principals in Texas Title I schools that have 

met the state’s standard in the area of student achievement.  This study was conducted using the 

Advancing Educational Leadership Conceptual Framework. The AEL Conceptual Framework 

consists of five themes and seven strands that make up the conceptual framework.  The themes 

found in the AEL conceptual framework reference creating positive school culture; establishing 

and sustaining vision, mission, and goals; developing self and others; improving instruction; and 
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managing data and processes.  The seven strands include: curriculum and instruction, data 

gathering and analysis, goal setting, effective conferencing skills, conflict resolution skills, team 

building skills, and teacher coaching and mentoring.   

The male and female principals engaged in the study ranked the five themes found in the 

AEL conceptual framework to identify their priorities that guides their leadership toward 

meeting state standards based on Texas Academic Performance Report (TAPR) 2019. The Texas 

Academic Performance Report develops a comprehensive report for districts and schools, 

outlining their performance based on the state of Texas accountability system.  The principals 

that were part of this study were selected purposefully in order to fit the criteria of the research. 

The survey was aligned to fit the needs of research. The male and female principals’ participants 

in this research were selected based on the following criteria: 

A. Male/Female Title I elementary school principal in the selected urban school district 

B. Elementary campus identified as a Title I school according to Local, State, and 

Federal Education Agencies 

C. Met standard according to the Texas Accountability Performance Report; and,  

D. The elementary school must be in the selected urban district school within the State of 

Texas 

E. Principal currently serving on the campus must be the same principal under the year 

the student achievement was ranked. 

The researcher attained information on the priorities principals could integrate into their 

practices when targeting met standards in student achievement on an identified Title I elementary 

campus. The researcher compared the responses of male and female principals gathered from the 
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survey to establish the top priorities needed in the area of meeting state accountability standards. 

The campuses that participated in this research study are described using the following criteria: 

a. Assumed name of school 

b. Student population, with special consideration to overall demographics, Title I, 

economically disadvantage percentage 

c. Years of principal service on campus 

d. Academic accountability rating 

The principals that participated in this research study were described using the following 

criteria listed in the study.  Principals included the number of years served in the current school, 

the number of years in education, the principal’s ethnicity, and gender. 

When the data was collected and analyzed from the survey, it was displayed in narrative 

form as well as and how the five themes were ranked based on each principal’s response was 

explained. The principal participants received three open-ended questions, these questions asked 

the principals to rationalize in words why they rank their first choice as the dominate theme and 

to describe in words why they ranked the last theme as the least based on ranking order. The 

researcher recorded each principal response in narrative form in Chapter IV.  In order to guide 

this study, the researcher used the following questions: 

1. What are the predominant priorities of male elementary school principals in increasing 

student achievement at Title I schools? 

2. What are the predominant priorities of female elementary school principals in increasing 

student achievement at Title I schools?  
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Context and Setting 

The researcher chose an independent school district in southeast Texas as the primary 

focus of this study. The school district is home to more than 67,000 students and 82 schools, a 

total of 39 campuses being identified as elementary campuses. All 39 campuses accountability 

rating and student achievement data was analyzed. The researcher then developed a list of the 

schools that are eligible for the research based the criteria of the study. Campuses must have 

received an overall rating of A-C and have identified as “met standards” from the 2019 STAAR 

Assessment based on the State of Texas accountability system. For the purposes of this study, the 

researcher gathered information from the 39 elementary schools located in the selected school 

district and determined 32 elementary campuses received an A-C overall rating and a “met 

standards” status based on the Texas Academic Performance Report (TAPR) 2019.  The Texas 

Academic Performance Report collect the data to create an annual report indicating school’s 

accountability ratings (Texas Education Agency, 2019). 

The researcher contacted each principal directly by telephone and email, along with 

sending a follow up e-mail as the main form of communication when contacting the 

administrators of the eligible campuses. Upon contact the researcher described the purpose of the 

study and the importance of gathering data from the specific campuses across the district. The 

researcher sent an electronic consent form to the principal, consent form was completed by the 

campus principal, the researcher and the administrator agreed on a set date to administer the 

survey (see Appendix B). 

Participants 

 The researcher selected elementary schools that are identified as a Title I schools in the 

selected urban school district located in the southeastern part of Texas. Only the elementary 
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campuses that have met state standards in the area of student achievement by the 2019 TEA 

accountability system are eligible for the study.  The selection of participants for this study was 

identified as purposive sampling.  According to Crossman (2019), a purposive sample is a non-

probability sample that is selected based on characteristics of a population and the objective of 

the study.  

The researcher purposefully selected the participating schools for this study according to 

the criteria previously mentioned. Out of the district’s 39 elementary campuses 32 were eligible 

for this study according the requirements. The participants were not selected because of their 

race, or ethnicity; however, each principal was given the survey because they serve at a campus 

that fits the requirements of the research study. Each principal that participated in this study were 

given the same survey by the researcher.  After collecting the principal surveys from each 

elementary campus, the researcher collected all data necessary to measure the principal priorities 

of the relative schools.  

Instrumentation 

The researcher administered a survey designed from the AEL conceptual framework.  

Participants ranked the AEL conceptual framework five themes in order and conducted a 

comparative analysis on male and female principals’ priorities in relationship to student 

achievement. The themes found in the AEL conceptual framework are creating positive school 

culture; establishing and sustaining vision, mission, and goals; developing self and others; 

improving instruction; and managing data and processes.  The seven strands include: curriculum 

and instruction, data gathering and analysis, goal setting, effective conferencing skills, conflict 

resolution skills, team building skills, and teacher coaching and mentoring.  
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The instrument was used to determine the overall theme and priorities needed in the area 

of student achievement. The conceptual framework offers a detailed look at what may promote 

student achievement in Title I elementary schools. According to AEL conceptual framework, the 

following are the themes which contributes to student achievement on Title I campuses: 

A.  Creating positive school culture:  A positive school culture is linked to the success of 

the school organization and the success of the students. The culture is created by all stakeholder 

involved in the school’s community and it has a strong impact on student achievement. (Need a 

citation) 

B.  Establishing and sustaining vision, mission, and goals: The leader of the school has the 

responsibility to clearly define the vision, mission, and the goal for the school organization.  In 

addition, the leader has the responsibility of establishing systems to involve all stakeholders with 

executing the vision and establishing measurements on how to determine progress towards the 

goal. It is important for the leader to receive buy-in from those in professional learning community.  

C.  Developing self and others: Development of oneself is a key responsibility to ensuring 

the success of a school leader. Working to develop others requires a variety of skills that leaders 

should always be strengthening and refining. The greatest impact on students comes from effective 

teachers in the classroom, so this should be the focus and goal for development of other staff on 

the campus. 

D.  Improving instruction: As the demands of student assessment and student accountability 

measures increase, campus instructional leaders must develop teachers’ capacity to consistently 

deliver highly effective instruction. 
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E.   Managing data and processes: Data gathering, and analysis followed by team building 

and effective conferencing are vital components for a principal to lead a campus that is focused on 

continuous improvement. 

(Advancing Educational Leadership, 2019)   

There was a total number of 11 questions on the survey; the first question asked the 

participants to consent to the survey, which took approximately 10 minutes to complete.  The 

participants were asked to identify their gender role, age, state if their current school is identified 

as a Title I school, provide the percent of students identified as economically disadvantaged, and 

provide the number of years he or she has served as a building principal and the number of years 

they have served at their current school.  The participants ranked the AEL conceptual 

framework’s five themes: creating positive school culture, establishing, and sustaining vision 

mission and goals, developing self and others, improving instruction, and managing data and 

processes.  

The ranking order consisted of 1-5 with 1 beginning the most important priority and 5 

being the least important priority in the area of school improvement.  The last section of the 

survey asked participants to explain why he or she selected the identified theme as their most 

important priority and the selected identified themes as their least important priority when 

focusing on student achievement.  The final question asked participants to explain in their own 

words their personal leadership style. 

When all surveys were completed and the responses were analyzed, the overall findings 

of the study were determined the similarities and differences between male and female 

principals’ priorities in reference to student achievement in a selected Title I schools. Participants 

signed a consent form prior to completing the survey questions electronically using Survey 
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Monkey. Upon completion of the survey, the researcher used Survey Monkey to analyze the 

comparative data captured by the tool. After gathering the responses to the open-ended 

questions, the overall themes and similarities were determined using Survey Monkey. Survey 

Monkey has a set of tools and features that can analyze data.  In addition, Survey Monkey has a 

word cloud features that can pull out words on selected piece of data and conduct a full 

automated search across multipoint of data/documents, auto coding, and other semantic 

operations to extract meaning.  

Reliability and Validity 

 The survey used in this qualitative research study has proven to be valid according to the 

Texas Education Agency (TEA, 2019).  In 2015, the Advancing Education Leadership replaced 

the formally used Instructional Leadership Development (ILD), both leadership frameworks 

serve as a requirement for the State of Texas Teacher Evaluation and Support System (T-TESS). 

TEA requires that administrators be knowledgeable in the area of curriculum and instruction, 

understanding how to gather and analyze data, conduct effectives conferences, implement team-

building skills and conflict resolution, and coach and mentor those within the school 

organization, (Advancing Education Leadership, 2019).  The Texas Education Agency and 

Region 13 collaborated to develop the advancing education leadership conceptual framework, in 

response to the requisite to the T-TESS.  The Institutional Review Board approved and ensured 

the study aligned with the mission of the university and the human participants of the study were 

properly protected.       

Data Collection 

The researcher submitted a request to the Institutional Review Board (IRB) at the 

sponsoring university, after receiving approval from the IRB, the researcher received approval 
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from the school district in which this study took place.  The researcher gathered data from the 

campuses that have agreed to participate in this research study.  The researcher contacted all 

eligible principals who has been deemed appropriate based on the scope of the research.  The 

researcher collected data by administering a survey based the advancing educational leadership 

conceptual framework.   

The campuses and participants names that are participating in this study were removed 

based on the district and the schools’ agreements.  Furthermore, any suggestion in the open-

ended response given by a principal that may indicate their campus’ name were omitted.  The 

names of the principals were not recorded when administering the survey, which will eliminate 

the possibility of identifying the responses of the participants. The names of the principals who 

took the survey have been concealed for privacy measures.  The principals’ responses to the 

questions were collected from each principal; no responses were altered.  The data was collected 

from the survey, the researcher analyzed and recorded the data, and highlighted key priorities 

found in the male and female principals’ responses. The researcher followed up with participants 

concerning the open-ended questions for clarification and/ or confirmation of theme when 

needed. 

Researcher Bias 

Based on the awareness of the researcher and study observing the priorities of male and 

female principals, the researcher was conscious not to infer or construe the data based on her 

own gender.  The researcher’s primary outcome was to collect data based on the design of the 

survey and the desired outcomes. The researcher focused on collecting the data that aligned to 

the overall objective of the study, male and female principals serving in Title I elementary 

schools with high performing student achievement scores.  Throughout the process of gathering 
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and compiling, the researcher ensured the integrity of the study remained reliable and validated 

by not incorporating the researcher’s own interpretation of data. 

The researcher provided the principals with a secure way to engage in the study. The 

researcher released the electronic survey to the participants based on the agreed upon time and 

date, which was the electronic survey that did not take more than 10 minutes to respond.  The 

questions designed in the survey were aligned to the study. The researchers developed survey 

questions that are not one-sided which allowed the participant the freedom to respond.   

The researcher is cognizant of her bias that could be linked to her gender as being a 

female, therefore, the questions used in the study are only being used to show the principals’ 

priorities and values, separate from gender biases.  The researcher had no control over the 

number of female principals chosen to participate in this study, and she was aware that some 

answers may align to the researcher’s viewpoint due to the fact she identifies with the female 

gender. 

Data Analysis 

The researcher analyzed the data to determine the priorities of male and female 

elementary school principals serving in a Title I elementary school by using the Advancing 

Educational Leadership Conceptual Framework (AEL), which consist of the following five 

themes: creating positive school culture; establishing and sustaining vision, mission, and goals; 

developing self and others; improving instruction; and managing data and processes.  Male and 

female principals ranked their priorities in order from one through five using the AEL five 

themes, indicating the key contributors needed to lead the work towards TEA accountability 

system.  In addition, each principal responded to three open-ended questions based on their first 

ranked choice and their last ranked choice. Upon completion of the survey, the researcher used 
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Survey Monkey to analyze the comparative data collected.  After gathering the responses to the 

open-ended questions, the overall themes and similarities were determined using Survey Monkey 

a computer-based survey software. The researcher created a word cloud to determine those 

consistent terms that appeared in the participants’ responses.  The researcher reviewed the 

responses to identify patterns or themes and recorded them in Chapter IV.  

Summary 

The methodology for this qualitative research study was outlined in this chapter and the 

Advancing Educational Leadership (AEL) conceptual framework was used to guide the survey 

questions. The research instrumentation was designed from the Advancing Educational 

Leadership Conceptual Framework and the five themes that make up the conceptual framework.  

The survey for this study was developed to capture those key priorities needed to promote 

student achievement and for Title I elementary schools to meet state accountability standards 

(Refer to Appendix C). The principals eligible for the research completed an 11-question survey. 

The participants who participated in the survey was described in this chapter, as well as the 

content and setting of the survey administration. Reliability and Validity were ensured based on 

multiple factors consisting of literature and research, approval from the researcher’s doctoral 

committee, and previous successful administrations of the survey in primary campuses. All data 

from the research was gathered, analyzed, interpreted, and presented as the findings in Chapter  
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CHAPTER IV 

FINDINGS 

Introduction 

The purpose of this phenomenological study was to identify male and female elementary 

school principals’ priorities, that are leading Title I elementary schools meeting standards 

according to the State of Texas accountability system, in order to assist principals serving in low 

socioeconomic improvement required elementary schools. In this chapter the findings of the 

phenomenological study, using the qualitative methods are discussed. Male and female 

principals’ predominant priorities and trends related to increasing student achievement in Title I 

schools are referenced to identify those key factors needed in the area of student achievement.  In 

this comparative research study, the researcher used qualitative study to compare the priorities of 

male and female principals serving in an elementary Title I campus located in southeast school 

districts within the State of Texas. The researcher began the study within a southeast area school 

district located in the State of Texas; due to the limited amount of male principals serving at the  

elementary level, the researcher had to expand the study to school districts located within the 

southeast part of Texas. When developing components to expand the study, the researcher 

required the initial criteria for the study. The male principals had to serve at a Title I elementary 

campus; the campus where the principal served had to be identified as a met standards campus 

based on the 2019 Texas state’s accountability rating system.  In addition, the male principals 

had to serve at the same campus currently he served on during the 2019 school year.  The 

researcher developed a survey capturing demographic information and the five themes outlined 

in AEL.  AEL consist of five themes and seven strands that make up the conceptual framework.  

The themes found in the AEL conceptual framework reference creating positive school culture; 
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establishing and sustaining vision, mission, and goals; developing self and others; improving 

instruction; and managing data and processes.   

The male and female principals engaged in the study ranked the five themes found in the 

AEL conceptual framework to identify their priorities that guides their leadership toward 

meeting state standards based on Texas Academic Performance Report (TAPR) 2019. The Texas 

Academic Performance Report develops a comprehensive report for districts and schools, 

outlining their performance based on the state of Texas accountability system.  This study was 

guided by following research questions: 

1.  What are the predominant priorities of male elementary school principals in increasing 

student achievement at Title I schools? 

2. What are the predominant priorities of female elementary school principals in increasing 

student achievement at Title I schools? 

Description of the Participants and their Backgrounds 

 Participants in this study were both male and female elementary school principals serving 

in a southeast school district within the State of Texas. The requirement for the study was 

elementary male and female principals who served on elementary campuses had to successfully 

meet state standards in the area of student achievement state standards, in the area of student 

achievement by the 2019 TEA accountability system. The researcher studied male and female 

principals serving on elementary campuses that received an overall rating of A-C and was 

identified as met standards from the 2019 STAAR Assessment based on the State of Texas 

accountability system. The male and female principals that participated in this research was 

selected based on the following criteria research: 

A. Male/Female Title I elementary school principal in the selected urban school district 
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B. Elementary campus identified as a Title I school according to Local, State, and 

Federal Education Agencies 

C. Met Standard according to the Texas Accountability Performance Report; and,  

D. The elementary school must be in the selected urban district school within the State of 

Texas 

E. Principal currently serving on the campus must be the same principal under the year 

the student achievement was ranked. 

After the researcher reviewed the campuses' data based on the criteria, only 21 principals 

qualified for the study. Based on this information, out of the 32 elementary campuses that 

initially qualified for the study, 5 of the campuses were led by male principals, and females led 

27 campuses. The study criteria indicated the campuses that qualified for the study; principals 

had to serve at the campus during the study currently.  Based on the study's criteria, 11 of the 

campuses no longer staffed the same principal who served during the 2019 accountability school 

year, including three male principals and eight female principals. The researcher contacted all 21 

eligible principals by email requesting their consent to participate in the study.  After requesting 

consent from the eligible participants, 19 principals out of the 21 eligible principals provided 

consent to participate.  Out of the 19 principals consenting to participate in the study, the 

researcher could only capture two male principals' responses.  To conduct the comparative study, 

the researcher extended the study area and captured 11 male participants' responses and 17 

female participants' responses. A total of 28 principal participants participated in the survey. 

Each principal participating in this study was given the same survey by the researcher.  After 

gathering the principal surveys from each elementary, the researcher analyzed all data to measure 

the principal priorities of the relative schools. The research data shows 100% of the participants 
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were principals at a Title I school with the percentage of students identified as economically 

disadvantage. 

The economically disadvantage percentage per campus based on the participants’ 

response ranged between 84% and 100% with an average of 93%.  The male principals’ 

campuses ranged between 89% and 100%, and the female principals’ campuses ranged between 

84% and 98% (Figure 2).  Schools are identified as a Title I school when the campus enrollment 

has at least 40% of their students identified as economically disadvantaged (Department of 

Education, 2020.)   

 

 

Figure 2. A Comparison Data of Male and Female Participants’ Campus Economically Disadvantaged  
Percentage by C. Bailey 2020 
 

The study found 39% of the participants were male principals and 61% of the participants 

were female principals (Figure 3).  Principals that participated in the survey had an average of 6 

years of experience as a principal. The male principal participants years of experience averaged 5 
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years and the female years of experience averaged 6 year of experience (Figure 4).  The male 

principal participants amount of time spent at their current school averaged 4 years and the 

female principal participants amount of time spent at their current school averaged 5 years 

(Figure 5).  Within this survey the male and female principal with the least experience reported 

only having 2 years of experience as a principal and the male and female principal with the most 

experience reported 15 years of experience. The average age of principals engaged in the study is 

47 years of age.  The male participants average age was 44 years of age and the female average 

age was 48 years of age (Figure 6). 
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Figure 3. A percentage of male and female principal participants by C. Bailey 2020 
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Figure 4. Comparison of Male and Female Participants’ Years of Experience as a 
Building Principal by C. Bailey 2020 
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Research Question One 

Research Question One captured the priorities of male elementary school principals in 

alignment with student achievement. The question focused on the predominant priorities of male 

elementary school principals in increasing student achievement at Title I schools?  Thirty-nine 

percent (39%) of the participants in the survey were male principals serving in a Title I school.  

Based on the (Texas Education Agency, 2019) Public Education Information Management 

System (PEIMS) the State of Texas reported a total of 8,468 principals, whereas 2,980 (35%) 

where identified as male principals.  The male participants captured in the study is slightly higher 

than the State of Texas male principal percentage captured in 2019.  

The male principal participants were asked to prioritize the Advancing Educational 

Leadership Conceptual Framework (AEL) five themes: creating positive school culture, 

establishing and sustaining vision, mission, and goals, developing self and others, improving 
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instruction, and managing data and processes, it was found the male principals identified the 

following as the most important priority and the least priority in area of student achievement.  

Fifty-five and half percent (54.5%) of the male principal participants identified establishing and 

sustaining vision, mission, and goal as their most important priority in reference to increasing 

student achievement.  Also, 63.6% of the male principal participants identified manage data and 

processes the least prioritize in reference to increasing student achievement.  The participants 

were asked to explain why they selected the most important theme and the least important theme.  

Out of the 11 male participants, six participants selected establishing and sustaining vision, 

mission, and goals as their most important theme in the area of student achievement.   

Question 9 asked the male participants to; “Please explain why you selected the 

identified theme as the most important priority when focusing on student achievement?” 

 Participant 9 responded, “To be able accomplish what you want in the school you must 

first instill a vision, mission and goals to achieve.”   

Participant 12 responded, “All of the other elements of the framework support vision, 

mission, and goals.”   

Participant 20 responded, “Culture impacts all systems, goals and the school's mission 

and vision.” 

Participant 21 responded, “They are all very important and go hand in hand.  Honestly, 

it was hard to even rank them.” 

Participant 23 responded, “Positive school culture sets the tone for everything that 

happens at your campus. If you do not have the positive culture and buy in from your staff, it 

will be difficult to sustain positive change and implement changes to drive instruction.  
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 Participant 24 responded, “I believe having an overarching vision and mission is key to 

success. Admin team and teachers and staff should know what their ultimate goal should be. The 

question "why are we here" is critical. Every teacher has the mission and vision statement posted 

in their classrooms and we read it at every faculty meeting. It's important everyone knows and 

can articulate the vision and mission and how our daily work aligns and advances that goal.”    

Participant 25 responded, “I believe it is important to have a clear mission and vision 

first and foremost.”  

Participant 26 responded, “A student has to feel comfortable coming to school before 

they open their minds.   

Participant 27 responded, “The vision, mission, and goals will direct all processes that 

involve campus' gains in general and students' academic progress.” 

Participant 28 responded, “Culture is what you do, and you cannot change a school a 

school if the culture isn’t a focus area.  

Focusing on the predominant priorities linked to student achievement, the study captured 

insight on the male principals’ least important theme. Out of the 11 male participants, seven 

answered with managing data and processes as the least important theme.  

Question 10 on the survey asked participants to “Please explain why you selected the 

identified theme as the least important priority when focusing on student achievement?”   

Participant 9 explained, “I believe that processes and managing data will all occur if the 

others are in place.”   

Participant 12 responded “With the data analysis, can only tell you if you are strong or 

weak, it does not identify the core purpose of the school.” [sic] 
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The researcher provided an open-ended question to the elementary male principals to 

identify their leadership styles and centered around student achievement.  The participants were 

given an opportunity to describe their leadership styles in their own words.   

Participant 20 responded, “Instructional practices are already driven by data. Daily 

campus operations can be accomplished with effective systems, and training.”   

Participant 21 responded, “It isn't that it is least important, I would have put all at either 

1 or 2 if I was able.”   

Participant 22 responded, “Among the choices I consider data and process the least 

important to approach as new principal. However, once the other fall into place. Data and 

processes will be at the top.” 

Participant 23 responded, “Data is important for focusing on student achievement. 

However, your staff and students must buy into the idea that data truly drives your instruction 

and that starts by having a positive school culture.” 

Participant 24 responded,  

While developing others and self is critical, and it is definitely something I do, the  

other items listed carry more weight in my opinion. I believe that having a clear,  

robust road map and instructional programming for example will make it easier to  

coach and develop others. Thus, I find it necessary to address those things first. 

Participant 25 responded, “I believe people come before numbers, and it is important to 

invest in people first.”  

Participant 26 responded, “Those who choose this profession undoubtedly have a 

passion for it and will seek out supports as needed.”   
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Participant 27 responded, “Effective and strategic implementation of campus' vision, 

mission, and goals will lead to a positive school's culture.” 

Participant 28 responded, “They are all important, but I placed that one last because it 

wouldn’t be meaningful and support instruction of the other items aren’t in place as you go.  

Otherwise it’s just compliance.”  

The researcher provided an open-ended question to the elementary male principals to 

identify their leadership styles and centered around student achievement.  The participants were 

given an opportunity to describe their leadership styles in their own words.   

Question 11 stated, “In your own words, please explain your personal leadership style.”   

Participant 9 responded “I believe my leadership style is shared.  I truly believe that in 

order to achieve great results within a building you must be able to create leaders within your 

building and this is done through shared leadership.”   

Participant 12 responded,  

My leadership style as evolved over the years from one where I believed that the most 

 important element of the school was abiding by timelines, to understanding that all staff 

 should expect and need the support of the principal in order to achieve success.” 

Participant 20 responded, “I consider myself a coach.” 

Participant 21 responded, “Coaching, frequent communication of expectations and 

providing support.”  

Participant 22 responded, “Hands on, democratic, pacesetting,” 

Participant 23 responded, “I am supportive, yet stern. I show my teachers that I am in 

the trenches with them by providing model lessons, interventions with students, and grooming 

them to be the best teacher or administrator they could be.”  
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Participant 24 responded, “I believe clarity and systems. There is nothing like having a 

clear vision, a clear instructional program, and clear processes for everything. When things are 

organized (a system), leaders are able to focus on instruction, data, community outreach, 

coaching and development and strengthening campus culture. While I am a systems-oriented 

leader, I am also a bottom up leader. Big decisions are always done with input from admin team 

and teacher leaders. That has worked well in selling new initiatives and creating buy-in. I believe 

in giving away power. When you empower others buy making them an integral part of the 

decision-making process, leaders are bound to have happy employees who feel appreciated and 

truly part of the system. This type of leadership does not happen overnight. It's taken me three 

full years to get to this place where I feel comfortable giving power away, but it has been 

tremendously positive in moving this campus forward.”   

Participant 25 responded, “Servant Leadership.” 

Participant 26 responded, “Lead by example. I will never ask someone to do something 

I've never done or would do.”   

Participant 27 responded, “I believe in empowering every member of the faculty and 

staff.  Professional Learning Communities should be as strong as each member participating in 

it.” 

Participant 28 responded, “I have a collaborative leadership style that truly focuses on 

coaching and developing.  I welcome feedback so my team understands that I expect them to 

receive it as well so that it is clear we are all green and growing.”  

 
Themes 
 
Establishing and Sustaining Vision, Mission, and Goals 
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Based on the research, the male elementary principals’ predominant priorities indicated 

having a framework that includes a vision, a mission, and a goal is what leads the school towards 

success.  The common theme the researcher found between the male participants encouraged the 

establishment of the vision, mission, and goal.   

Participant 12 suggested that “The vision, mission, and goal is the ultimate framework 

to move the work forward.”   

Participant 9 indicated “The vision, mission, and goal must be created first to 

accomplish the desired outcome of success.”  The study captured through the male principals’ 

perception that the vision, mission, and goals setting are necessary, and the organization cannot 

stand without these core values.  A few of the key words found in the participants responses 

outside of mission, vision, goals were important, change, will, and positive.  Indicating it is 

important to create a positive culture by clearly defining the vision, mission, and goal in order to 

design a system of change and a successful organization.” 

Managing Data and Processes 

The male participants placed managing data and processing as the least important in 

reference to student achievement. There was a consistency in the responses that indicated the 

process to manage data will become natural when the organization has a foundational 

framework. The researcher captured from the responses that the data analysis is used to point out 

strengths and weakness, however, having a set vision, mission, and goals is what guides the 

school towards success.  

Participant 12 stated, “With the data analysis, can only tell you if you are strong or 

weak, it does not identify the core purpose of the school.” Data outcomes and processes will 

automatically happen when the organizational has all members of the organization commits to 
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the vision, mission, and goals. Key words found within the male participants are will, believe, 

place, important outside of processes and data.   

Participant 23 stated, “Data is important for focusing on student achievement. However, 

your staff and students must buy into the idea that data truly drives your instruction and that 

starts by having a positive school culture.”  

Leadership Style Shared Leadership/Coaching 

 Shared leadership/Coaching was the most common leadership among the male 

participants. Out of the 11 male participants nine identified their leadership style as a shared 

leadership/coaching.  

The male principals’ responses explained that shared leadership is important and 

necessary.  The researcher found that embracing others’ expertise and acknowledging their gifts, 

contributes to the success of the school.  The theme of building up others and relying on their 

expertise supports the success of the organization.  A few of the key words that stood out in the 

male principal response are clear, believe, systems, and coaching. The principals indicated that is 

important for the principal to provide support to those members of the organization and to 

encourage their affords in order to achieve success.   

Participant 24 stated, “I believe in giving away power, when you empower others by 

making them and integral part of the decision-making process, leaders are bound to have happy 

employees who feel appreciated and truly a part of the system.”  The male principals’ responses 

discussed the ability to coach others is important in the life of an organization.  The researcher 

captured the participants views on coaching and frequently communicating expectation 

empowers the members of the organization.   

Participant 20 stated, “I consider myself as a coach.   
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Participant 23 stated, “I am supportive, yet stern.  I show my teachers that I am in the 

trenches with them by providing model lessons, interventions with students, and grooming them 

to be the best teacher of administrator they could be.”   

Participant 28 responded, “I have a collaborative leadership style that truly focuses on 

coaching and developing.” 

Research Question Two 

 The study shows 61% of the survey participants were female principals serving in a Title 

I school. Texas Education Agency’s Public Education Information Management System 

(PEMIS) report captured during the 2019 school year, there were a total of 8,468 principals 

within the State of Texas (Texas Education Agency, 2019).  Out of the 8,468 identified 

principals, 5,488 (64.8%) served as female principals, which aligned with the percentage of 

female participants captured in this study (Texas Education Agency, 2019).  Research question 

two focuses on the predominant priorities of female elementary school principals in increasing 

student achievement at Title I schools?  When asked to prioritize the Advancing Educational 

Leadership Conceptual Framework (AEL) five themes: creating positive school culture, 

establishing and sustaining vision, mission, and goals, developing self and others, and improving 

instruction it was found the female principals identified the following as the most important 

priority and the least priority in reference to student achievement.   

Research question two captured the predominant priorities of female elementary school 

principals in alignment with student achievement. The research captured 52.9% of the female 

principal participants identified establishing and sustaining vision, mission, and goal as their 

most important priority in reference to increasing student achievement.  When asked to identify 
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the least priorities, 47% of the female principal participants identified manage data and 

processes the least priority in reference to increasing student achievement.   

Participants were asked to explain why they selected the most important theme and the 

least important theme.  Out of the 17 female participants, nine participants selected establishing 

and sustaining vision, mission, and goals as their most important theme in the area of student 

achievement.   

Question 9 asked participants to; “Please explain why you selected the identified theme 

as the most important priority when focusing on student achievement?”  

Participant 1 stated, “You have to know where you are going, what you believe in and 

why you are doing what you do in order to be successful.  You need to know what to focus on.”   

Participant 2 replied, “Good instruction that aligns with the needs of students is always 

priority. We can create many systems, processes, programs, etc., but if you do not have good 

instruction, you cannot improve achievement. Leadership in the classroom is important.” 

Participant 3 responded, “Setting the vision and mission will give everyone a focus and 

a purpose as to why we're here and what we commit to be about in every decision we make.” 

Participant 4 stated, “If a campus has a positive culture that the entire community is 

working toward the same goal, thereby yielding positive results in all the other themes.” 

Participant 5 indicated, “I feel you need to know where you are going, get everyone on 

board, decide on a centralized focus as you work toward improving instruction.”   

Participant 6 responded, “It is the people you have in your building, not programs. 

When you establish a positive school culture people buy in and are more apt to do what is best 

for kids.” 



 

 

78 

 
 

Participant 7 responded, “The vision, mission, and value statements drive the campus' 

work forward. Having shared understanding of these is critical to doing the other components 

well.”   

Participant 8 response indicated,  

It is important to for everyone in the organization to understand and know the vision, 

 mission, and goals of the organization. Identifying the purpose of one work, one can 

 better understand the goals of an organization should be committed to accomplishing. 

 Where there is no vision the people perish. 

Participant 10 stated, “As a campus instructional leader it is vital that we grow our 

instructional leadership to begin a to cultivate a culture of high yield teaching and learning. 

When we have a high yield culture that has a clear and precise focus on student achievement, the 

instructional component will increase and excel. I selected to establish and sustain vision, 

mission, and goals because the first 3 elements are essential to the next steps of the process. 

Managing data and processes is established once we have a strong leadership team that focuses 

on improving instruction.” 

 Participant 11 replied, “You must first establish your campus’s vision, mission and 

goals to have a purpose and guide of the doing the work.”   

Participant 13 replied, “When we have an attitude that all staff can improve instruction 

then we are directly affecting our students with the best and most current strategies and 

approaches.” 

Participant 14 explained, “A clear mission and vision guides the school as a whole 

which will increase student achievement on a direct path.” 
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Participant 15 referenced, “It is important for all educators to understand the direction of 

the school so they can work toward the common goal.”  

Participant 16 indicted, “Providing direction and focus will serve as the foundation of all 

other work.” 

Participant 17 stated, “The culture at the school is the engine to success or failure. The 

culture has to reflect the belief in the staff and the students to ensure the student achievement 

happens on a daily basis. For example, at the elementary I am at currently, the culture had to 

shift to shift and teachers had to fell ownership in the "why". Once teachers realized their voice 

was heard and that they are a huge part to student achievement, the culture started shifting to a 

focus of improving instruction.” 

Participant 18 indicated, “Climate and culture are crucial to improving student 

achievement. If people are not happy in a safe environment, then everything will stand still.” 

Participant 19 stated, “The culture of a campus has a significant impact on student 

achievement.” 

 Focusing on the predominant priorities linked to student achievement, the study captured 

insight on the female principals’ least important theme. Out of the 17 female participants, eight 

answered with managing data and processes as the least important theme.  

 Question 10 asked participants to; “Please explain why you selected the identified theme 

as the least important priority when focusing on student achievement?”   

Participant 1 replied, “For my school processes have been in place so it is just a matter 

of refining it.  As far as data I believe it is important and part that is used to create your goals.”  

 Participant 2 referenced, “While we must track data to inform instruction, the very act of 
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having data and disaggregating it does not magically improve instruction. It is what is done to 

inform and improve instruction that matters the most.”   

Participant 3 stated, “Development of yourself and others will be more feasible if the 

other aspects are in place. You cannot develop anyone effectively if you do not have a purpose.” 

Participant 4 responded, “Data drives instruction, which is collected and utilized daily. 

Managing data can be completed using a program which allows us to view the data and make 

decisions that are best for all the other priorities.”   

Participant 5 stated, “It was not the least. It was the end results as applied to our 

journey.” 

Participant 6 responded, “Developing self and others is important, however, I feel when 

you establish a positive school culture you are developing others and yourself.” 

Participant 7 stated, “Not that it is not important, however in our current context there 

has to be focus on the other aspects first.” 

Participant 8 replied, “I selected managing data and processes as the least priority when 

focusing on student achievement because within a school it is important to set goals and establish 

relationships first.” When goals and relationships are established, then the people in the 

organization will then be knowledgeable about the data and processes. This will then lead to 

teachers and instructional staff being set goals based on data which will lead to student 

achievement. Managing data and processes are important in a school, but the least of the orders 

in the survey. The teachers and staff must know that they have a leader, which is the principal, 

who they can trust and feel supported by. In fact, principals should not only be goal oriented, but 

people oriented.  Where there is no vision the people (organization) will perish.”   



 

 

81 

 
 

Participant 10 indicated, “Managing data and process will take place once we have 

developed our leadership and instructional skills to improve instruction.”   

Participant 11 indicated,  

I believe you must develop yourself and others once you know your goals, set systems in 

 place, managed the data and improved instruction, you can then continue to work on 

 professional development that will continue to improve the work needed. You must know 

 where you have been to know where you are going in the work to increase student 

 achievement. 

Participant 13 agreed, “They are all important, but I think that if you are strong in your 

instruction, vision/mission and school culture, the daily management is shared collectively to a 

higher degree automatically.”   

Participant 14 stated, “Positive school culture cultivates positive learning which 

increases student achievement.” 

Participant 15 responded, “There is always a varied amount of professional efficacy and 

capacity. So, this is a challenging variable to eliminate.” 

Participant 16 replied, “Still important within the framework, "self" in relation to adults 

could and should be developed from within as professional responsibility and efficacy.” 

Participant 17 stated, “Developing self and others happens in the establishing a positive 

culture. All components build student achievement is some capacity, but I feel that myself and 

staff are developed as we go through the process of improving student achievement.” 

Participant 18 indicated, “All five were important but several went hand and hand, if 

certain things are in place then student instruction will occur with produces the desired results.” 
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Participant 19 answered, “Systems and processes are created as the areas of need are 

identified and an action plan is created and implemented.”  The researcher provided an open-

ended question to the elementary female principals to identify their leadership styles and 

centered around student achievement.  The participants were given an opportunity to describe 

their leadership styles in their own words.   

Question 11 asked the participants to “Answer in your own words, please explain your 

personal leadership style.”   

Participant 1 indicated; “I am a situational leader.  It depends on what the person needs 

whether I am authoritative, coaching or directive.  I meet the staff where they are at and help 

them grow as an educator.  Some need more guidance than others.”  

Participant 2 replied, “My leadership style mostly strategic with instances of autocratic.” 

 Participant 3 responded,   

My personal leadership style involves looking at the data and understanding the end 

 result. In order to achieve the goals, it must be a team effort with the right, dedicated, 

 competent people in key positions. All parties must be valued and have input into student 

 improvement.  

Participant 4 answered, “If I were to describe my leadership style, it would be 

situational. The staff member that I am leading at a given time determines how I lead.” 

Participant 5 stated  

My leadership style is working together as a team to achieve the end results. As a leader, 

 it is my responsibility to encourage and build up my team. It is my job to see the 

 strengths and then discuss and build up the weaknesses. When you get all members on 

 board, the focus of student achievements will be already established. As a leader I know I 
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 do not have all the answers. It is important to know your own strengths and build your 

 team to fill in the gaps that best serve your stakeholders.   

Participant 6 replied, “I believe my personal leadership style is transformative where I 

have high expectations and audacious goals. I create a thriving work culture where everyone has 

a voice and use the team to initiate change and push forward.”   

Participant 7 responded, “My leadership style is participatory and servant. I lead from 

the side and make staying curious and asking questions priority. I like to challenge old ways of 

doing things to produce new results. I believe very strongly in the power of teams and collective 

efficacy.”   

Participant 8 answered,  

I consider myself as a servant leader. I put my needs before others. As a principal, I 

 ensure that the teachers and staff under me have what they need to be successful so that 

 our students are successful! I ensure that all employees feel empowered. I believe in 

 growing others and supporting them to reach their goals. 

 Participant 10 indicated their leadership style as “Inspire.”  

 Participant 11 stated:  

 I would say I’m intentional, and detailed oriented. I’m very transparent and believe in 

 communication. I enjoy collaboration and enjoy including all stakeholders in most of the 

 decision making. I believe in learning alongside my colleagues and taking risks when it 

 comes to student and staff achievement. I pride myself in a positive and respectful school 

 culture.  

 Participant 13 referenced themself as a “Servant leader who leads by example.” 
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Participant 14 replied, “I am a leader who is fair and consistent. I am a team-oriented 

principal who works with teachers and staff in order to lead them.”  

Participant 15 referenced their leadership style as a “Transformational leader.”  The 

participant indicated; “I believe in shared leadership and a shared sense of purpose.  The goals of 

the organization should drive the collective efforts of the professional community.”   

Participant 16 stated: 

 I think of myself as a transformational leader as I work to lead teams in positive and 

 productive ways.  During this time, I need to identify with adaptive leadership, meaning I 

 am going to need to lead and serve as change agent. 

 Participant 17 stated:  

 My personal leadership is servant leadership. In the past three years, my concern has   

            been to grow myself and the staff that I work with on a daily basis. In analyzing the 

 situation, I realize that student achievement, closing the gaps, etc. do not happen within 

 the education setting unless each staff member, stakeholders needs are met. My passion is 

 to have a building of staff and students with a growth mindset and to ensure that happens 

 I have to ensure that their needs are met, both personally (SEL) and professionally.

 Participant 18 replied “Their style is helpful, works side by sides, offers feedback, 

expects results, learner.”   

Participant 19 answered, “My leadership style can be seen as transformational. I think 

that collaboration and teams are integral when there is an identified need for change.” 
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Themes  
 
Establishing and Sustaining Vision, Mission, and Goals 

Based on the study, the female principals’ predominant priorities, concluded the school’s 

success stems for having a clear vision, and defined mission, and goals being set.  The 

participants linked the nature of success to a well-established vision, mission, and goals.  Some 

of the highlighted words found in the female principal responses were understand, focus, 

everyone, students, people, positive, shift, and will.  

Participant 5 indicated, “I feel you need to know where you are going, get everyone on 

board, decide on a centralized focus as you work toward improving instruction.”   

Participant 8 expressed,  

Where this is no vision the organization (people) will perish.  In conjunction with many 

 of the female principals identifying their most important theme, the vision, mission, and 

 goal is linked to the success of an organization and a direct connection to student 

 achievement. 

Managing Data and Processes 

 The study findings indicated based on the female principals’ predominant priorities, 

managing data and processes is least of the five themes based on the AEL conceptual 

framework.  Most of the female responses noted managing data and processes as the least 

important theme, not discrediting the importance of data review; however, it is not the sole value 

of student achievement.  Words found frequently in the female principals’ responses were 

improve instruction, developed, will, believe, and create. 
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Participant 2 indicated:  

Knowing data does not magically improve student performance, having a plan to address 

what is expected to be taught is what leads students toward academic success. Data and 

processes are there to help you with adjusting when needed, however, the success begins 

with a plan. 

Participant 8 replied, “I selected managing data and processes as the least priority when 

focusing on student achievement because within a school it is important to set goals and establish 

relationships first.”  

When goals and relationships are established, then the people in the organization will then 

be knowledgeable about the data and processes. This will then lead to teachers and instructional 

staff being set goals based on data which will lead to student achievement. Managing data and 

processes are important in a school, but the least of the orders in the survey. The teachers and staff 

must know that they have a leader, which is the principal, who they can trust and feel supported 

by. In fact, principals should not only be goal oriented, but people oriented.  Where there is no 

vision the people (organization) will perish.  Most female participants believe in building up people 

first and the success of an organization will speak through the data.”  

Leadership Styles 

There were several themes found within the female principal responses, out of the 17 female 

participants four identified their leadership style as a servant leader.   

Participant 17 responded:  

My personal leadership is servant leadership. In the past three years, my concern has been 

 to grow myself and the staff that I work with on a daily basis. In analyzing the 

 situation, I realize that student achievement, closing the gaps, etc. do not happen within 
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 the education setting unless each staff member, stakeholders needs are met. My passion is 

 to have a building of staff and students with a growth mindset and to ensure that happens 

 I have to ensure that their needs are met, both personally (SEL) and professionally [sic].  

Participants 8 answered: 

 I consider myself as a servant leader. I put my needs before others. As a principal, I 

 ensure that the teachers and staff under me have what they need to be successful so that 

 our students are successful! I ensure that all employees feel empowered. I believe in 

 growing others and supporting them to reach their goals.  The participants indicated the 

 importance of being a part of the work and making themselves available to serve as 

 needed. 

Transformational Leader 

 Out of the 17 female participants four identified their leadership style as a 

transformational leader.  

 Participants 6 answered, “I believe my personal leadership style is transformative where 

I have high expectations and audacious goals. I create a thriving work culture where everyone 

has a voice and use the team to initiate change and push forward.”  

Participant 15 indicated “Transformational leader, I believe in shared leadership and a 

shared sense of purpose.  The goals of the organization should drive the collective efforts of the 

professional community.”  

Participant 16 stated, 

I think of myself as a transformational leader as I work to lead teams in positive and 

 productive ways.  During this time, I need to identify with adaptive leadership, meaning I 

 am going to need to lead and serve as change agent. 
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Participant 19 expressed: 

My leadership style can be seen as transformational. I think that collaboration and teams 

 are integral when there is an identified need for change. The participants communicated 

 leaders must be willing to change when situations require change and to make necessary 

 adjustments to improve the organization. 

Participatory Leader/Shared Leadership 

 Participatory leader/shared leadership was the most common leadership among the 

female participants. Out of the 17 female participants six identified their leadership style as a 

participatory/shared leader.  

Participant 5 explained:  

My leadership style is working together as a team to achieve the end results. As a leader, 

 it is my responsibility to encourage and build up my team. It is my job to see the 

 strengths and then discuss and build up the weaknesses. When you get all members on 

 board, the focus of student achievements will be already established. As a, elder I know I 

 do not have all the answers. It is important to know your own strengths and build your 

 team to fill in the gaps that best serve your stakeholders. 

Participant 7 stated  

My leadership style is participatory and servant. I lead from the side and make staying 

 curious and asking questions priority. I like to challenge old ways of doing things to 

 produce new results. I believe very strongly in the power of teams and collective efficacy.  

Participant 11 communicated:  

I would say I am intentional, and detailed oriented. I’m very transparent and believe in 

 communication. I enjoy collaboration and enjoy including all stakeholders in most of the 

 decision making. I believe in learning alongside my colleagues and taking risks when it 
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 comes to student and staff achievement. I pride myself in a positive and respectful school 

 culture. 

 Participant 14 stated “I am a leader who is fair and consistent. I am a team-oriented 

principal who works with teachers and staff in order to lead them.”  

Participant 15 shared her views as a Transformational leader and shared leader, stating, 

“Transformational leader, I believe in shared leadership and a shared sense of purpose.  The goals 

of the organization should drive the collective efforts of the professional community [sic].”  

 Participant 18 conveyed that she is “Helpful, works side by side, offers feedback, expects 

results, and learner.” The participants publicized the importance is working together to build up 

the organization, discussing the need to be all in working side by side with the team.” 

 

 

Male and Female Elementary Principals Predominant Priorities Comparison 

When asked to prioritize the Advancing Educational Leadership Conceptual Framework 

(AEL) five themes: creating positive school culture, establishing and sustaining vision, mission, 

and goals, developing self and others, improving instruction, and managing data and processes, it 

was found the male and female principals identified the following as the most important priority 

and the least priority in area of student achievement.  The study indicated 54.5% of the male 

principal participants identified establishing and sustaining vision, mission, and goals as their 

most important priority in reference to student achievement.  Based on the female principal 

participants 52.9% ranked establishing and sustaining vision, mission, and goals as their most 

important priority in the area of student achievement (Figure 7). The study findings captured 

63.6% of the male principal participants listing managing data and processes as their least 
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priority and 47.0% female principal participants identified manage data and processes as their 

least priority in reference to increasing student achievement (Figure 8).   
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Male and Female Most Important Priority by C. Bailey 2020 
 

Figure 8. Advancing Educational Leadership Conceptual Framework (AEL) Theme- 
Male and Female Least Important Priority by C. Bailey 2020 
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Collectively male and female principals captured 53.57% of the male and female 

principal participants identified establishing and sustaining vision, mission, and goal as their 

most important priority in reference to increasing student achievement. Comparing the male and 

female responses in identifying the least priority, 53.57% of the male and female principal 

participants identified manage data and processes the least priority in reference to increasing 

student achievement. Based on the Advancing Educational Leadership themes, male and female 

principals ranked the most and least important theme on a scale (1-5), 5 being the highest rank 

and 1 being the lowest rank.  The male comparative average most important theme ranked 4.45 

and the female comparative average ranked 4.24 (Figure 9). Male participants’ least important 

theme ranked 1.82 and the female participants’ least important theme ranked 1.71 (Figure 10). 
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The study found the comparisons on how the additional themes were ranked among the 

male and female participants, the male participants ranked creating positive school culture at 4, 

and the female participants ranked creating a positive culture at 3.88 (Figure 11).  
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The male participants' average rank for the theme, focusing on developing self, was 1.91, 

and the female participants' average was 2 (Figure 12). Male and female participant ranking 

averaged on the improving instruction theme was 2.82 for male participants and 3.18 for female 

participants (Figure 13). 
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Male and Female Comparison Leadership Style 

 In this comparison study between male and female principals, identified their most 

common leadership style as shared leadership.   

Participant 5 referenced “The success of student of achievement is working together as a 

team and getting all members onboard.”  

Participant 5 and Participant 14 indicated “The leader must understand he or she does 

not have all the answers and the views and strength of others are important to move the team 

forward.” The findings of the study show that the male and female principal participants 
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attributes student achievement and the success of the school to the leader embracing everyone 

within the organization and allowing their individual talents to be used to enhance student 

achievement. Male and female participants in the study placed value on leaders being able to 

cultivate everyone’s gifts within the organization. 

Summary 

Chapter IV discussed the comparison study findings based on male and female principals' 

predominant priorities centered around student achievement.  The study captured the most and 

least important theme using the AEL framework.  Male and female elementary principals serving 

in a southeast school district in Texas were asked to rank the AEL themes and discuss their 

individual leadership style in connection to the state's accountability system and receive a rating 

based on Texas' state 2019 state assessment accountability system.  

The first research question addressed the predominant priorities of male elementary 

school principals in increasing student achievement at Title I schools.  Based on the five themes 

found in the Advancing Educational Leadership framework, the most important theme for the 

male principals' perception was centered around developing a mission, vision, and goal setting.  

The least important theme evolved from the study referenced managing data and processes.  The 

second research question asked, what are the predominant priorities of female elementary school 

principals in increasing student achievement at Title I schools?   The emergent themes from the 

male and female principals' priorities focused on establishing and sustaining vision, mission, and 

goal setting.  The least important theme based on the male and female principals' priorities 

addressed managing data and processes.  The leadership styles found most common in the study 

indicated shared leadership, the idea of empowering those in the professional learning 
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community to develop their talents for the betterment of the organization, and student 

achievement. 

In Chapter V, the researcher provided discussion, implications, recommendations, and 

conclusions for this study's findings. This includes but is not limited to the discussion of student 

achievement and the organization's success. The researcher also inspected male and female 

principals’ leadership styles in relationship to student achievement. The leadership style between 

male and female principals referred share leadership, highlighting the importance of embracing 

other talents and gifts. 
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CHAPTER V 

DISCUSSIONS, IMPLICATIONS, RECOMMENDATIONS FOR FUTURE RESEARCH 

AND CONCLUSIONS 

Discussion 

In Chapter IV, the researcher discussed this comparison study's findings based on male 

and female elementary school principals serving at a Title I campus. Participants completed a 

survey and provided consent to answer 11 survey questions.  

In this chapter, the researcher provides the discussion and address the study's findings, 

implications, and recommendations for future research and conclusions. The purpose of this 

qualitative study is to identify male and female elementary principals' priorities serving in Title I 

elementary schools that have demonstrated the ability to maintain met standards in the area of 

student achievement based on the Texas Education Agency (TEA) accountability system. TEA 

uses three domains to monitor student achievement, school progress, and closing academic gaps. 

The researcher focused on how the domains apply to elementary schools in the area of student 

achievement.   

This research study contributes to previous research that focuses on leaders and their 

priorities based on student achievement, organization success, and principals' leadership styles 

contributing to student achievement. The methodology provides an opportunity for a total of 28 

male and female elementary principals serving in Title I school districts in the southeast of Texas 

to identify their most important and least important priorities based on student achievement and 

the goal of meeting the Texas accountability assessment system. The study findings focused on 

two research questions: 
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1. What are the predominant priorities of male elementary school principals to 

increasing student achievement at Title I schools?  

2. What are the predominant priorities of female elementary school principals to 

increasing student achievement at Title I schools?   

The researcher purposefully selected the schools for this study according to the state 

accountability system and school principals' criteria that met the state standards based on a A-C 

rating. The researcher gave each principal that participated in this study the same survey through 

survey monkey.  

Prior to beginning the survey, each participate were asked to give consent by selecting 

yes or no when asked the question, "Do you give consent to participate in this study?" After the 

participant made his or her selection, "yes or no", the participant was asked to type his or her 

name in the signature box.  

There were 11 questions in the A Comparison of Male and Female Texas Elementary 

Principals' Priorities in Increasing Student Achievement in Title I Schools survey; the first 

question in the survey asked the participant to consent to participate in the study. Participates 

were asked to identify their gender role, age, state if their current school is identified as a Title I 

school, provide the percent of students identified as economically disadvantaged, and provide the 

number of years he or she has served as a building principal and the number of years they have 

served at their current school. Participants ranked the Advancing Educational Leadership 

Conceptual Framework (AEL) five themes: 

• creating positive school culture 

• establishing and sustaining vision mission and goals 

• developing self and others 
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• improving instruction 

• managing data and processes 

The findings of this study indicated male and female elementary principals serving in a 

Title I school's main priority is based on establishing and sustaining vision, mission, and 

goals for the school and organization. The least important priority in connection to student 

achievement based on the participant responses is managing data and processes. In reference to 

the participants' response towards leadership, most of the participant's comments focused on 

shared leadership as the most common leadership style. 

  
Most Important Priority Establishing and Sustaining Vision, Mission, and Goals Based on 
the Advancing Educational Leadership Themes 
 

In the study, the male and female participants conveyed the importance of establishing 

and sustaining vision, mission, and goals as the primary factor in increasing student 

achievement. According to DuFour, Eaker, and DuFour (2005), a mission is represented by what 

people do within the organization and not by what they say they will do.  The research 

encourages leaders to establish and sustain their vision, mission, and goals if they desire 

longevity and accomplishments.  The study relates that it is more important for the members to 

embrace the vision, mission, and goals of the organization, and if the members embrace all three 

then you will find each member working to make the organization better.  Goodwin, Cameron, 

and Hein (2015) clearly defined vision and goals as what sustains an organization and ultimately 

brings the organization to success.   

The vision, mission, and goals will set the tone of the professional learning community 

and will develop a culture of togetherness and achievement. The research captured leaders’ 

beliefs towards relating the vision, mission, and goals of the organization. A successful school 
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and/or organization will not only talk about the vision, but the members will embrace the vision 

through their work and their commitment to make the organization better.  The vision and 

mission will become a part of the purpose and the staff members will be more willing to move 

the work forward because they have a true connection to the direction the organization is moving 

toward. 

Least Important Priority Managing Data and Processes Based on the Advancing 
Educational Leadership Themes 
 
 Texas elementary campuses receive their campus rating based on the state accountability 

system. The accountability system looks at student achievement, student progress, and closing 

academic gaps based on the state assessment. Even though the data gives the campuses their 

ratings, most male and female participants ranked managing data and processes as the least 

important.  

The study indicated there must be plans in place to provide an opportunity to expose 

students to what is required of them based on their learning expectations. There is no need to 

manage data and processes if plans, goals, or expectations are not set. Data does not move 

students towards achievements, standards, expectations, and clearly designed visions are the 

predominant priorities that cultivate the school success. Most of the participants in this study 

highlighted that if structures are not in place, the data does not truly depict students and staff's 

capability. The process of managing data must stem from set standards and goals; if what is 

written is not executed, there is no reason to monitor data. 

Dominate Leadership Style: Shared Leadership 

The study's dominant response in the study shows the male and female participants 

practiced and preferred shared leadership. Dufour and Marzano 2011 explained that successful 

principals understand that attempting to move an organization alone is not profitable, so they 
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understand the value of shared leadership and collaborate with those team members. When an 

organization's leader allows members to grow professionally and contribute to the vision, those 

contributions will ultimately bring success to the organization.  Lencioni (2012) discussed how 

organizations limit the opportunities to use the knowledge found within their human capital; 

however, those who understand their members' expertise are the most successful organizations. 

In other words, togetherness within an organization produces upward mobility and organization 

success.  Lencioni (2012) argued that if a leader wants an organization to be healthy, it must be 

cohesive, and the leader must commit to this as the first step of the establishment.  

Being a cohesive team does not mean that everyone always agrees. However, a cohesive 

team does understand and appreciate the value of every member within the team. Leaders 

understand that when developing a cohesive team, it is important to establish a positive culture. 

An effective culture is key to developing a successful organization; leaders must contribute to the 

behavioral practice of creating an environment that encourages a positive culture.  Male and 

female participants referenced how shared leadership empowers student achievement and brings 

out the best of those within the professional learning community and organization. 

Implications 

The research shows that knowing your data is not the key factor to student achievement 

and a school's success. Managing data supports school and district leaders with designing a clear 

route on how to monitor and measure outcomes to improve schools (The School Superintendent 

Association, 2019.) However, the study places the management of data and process as the least 

important priority based on the five themes outlined in the Advancing Educational Leadership 

Conceptual Framework (AEL.) The study shows the comparison relationship between the male 

and female principal predominant priorities promoting student achievement.  Establishing and 
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sustaining vision, mission, and goals are the validated parts of student achievement. The study 

found that the goal must be well developed to move the outcome forward; the data is only the 

result of the established plan and the evidence of sustaining the vision and mission.  

The findings for this study indicate that gender roles do not factor in organizational 

success. The study indicates that male and female principals primarily focus on the same 

priorities and leadership styles to move an organization forward and increase student 

achievement. Leaders taking an interest in discovering members of the professional learning 

community or organization bring a level of unity and ownership. The findings show that when 

every member within the organization feels valued, and the leader shows their presence matters, 

it takes the organization to a new height.  

When everyone buys into the vision, mission, and goals, the organization will sustain, 

and success will happen for students and staff members. Following are suggestions leaders must 

incorporate into their practice in order to develop a successful school organization and increase 

student success and achievement:  

1. Male and Female leaders will benefit from understanding the importance of 

establishing and sustaining the organization's vision, mission, and goals, which directly impacts 

student achievement.  According to Gurley, Peters, Collins, and Fifolt (2015), an established 

vision sharing among all stakeholders enhances the school's movement. When each member of 

the professional learning community works together, it creates an opportunity for a successful 

outcome. Clearly defining the mission, vision, and goals allow the organization members to 

understand the why, the what, and the steps to move the organization toward success (York-Barr 

& Costa, 2006).  
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2. Male and female leaders need to understand that spending too much time 

managing data and processes has limited contribution towards increasing student achievement. 

Understanding the impact data-review has on the organization's growth is key for leaders; 

however, leaders must understand data-review should be used to develop plans, establish 

structures and effectively communicate those goals to the professional learning community 

(Lasater, Davis, and Bengtson 2020).  

3. Male and female leaders need to incorporate shared leadership practices within 

their leadership style. It is important for leaders to understand the contributions shared leadership 

has on increasing student achievement. Pearce and Conger (2003) referenced shared leadership 

as the leader being able to involve members of the organization in the decision-making process 

and allowing members the opportunity to contribute to the development and success of the 

organization.  

4. Male and female leaders will benefit from understanding shared leadership 

empowers members of the organization to utilize their talents and professional skills, which 

helps sustain the organization's success. Pearce and Conger (2003) pointed out that traditional 

leadership models manage with one size. The leader is the decision-maker, and the team follows; 

however, shared leadership empowers individuals within the professional community and allows 

their expertise to be utilized and valued. 

Recommendations for Future Research 

The research indicates the important of establishing and sustaining vision, mission, and 

goals and the importance of shared leadership. The following recommendations for future 

research are address below: 
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1. Compare male and female elementary teachers on the most important and least important 

predominant priorities in increasing student achievement in Title I schools using the 

advancing educational leadership conceptual framework.  It would be interesting to see if 

principals’ priorities aligned with teachers’ priorities in the area of student achievement.   

2. Examine male and female Texas superintendents’ priorities in increasing the district 

ratings based on the state’s accountability system using the advancing educational 

leadership conceptual framework.   

3. Explore if there is a predominant leadership style among male and female 

superintendents in connection to increasing student achievement within a Title I school 

district.  

4. Examine why fewer male principals serve at the elementary level versus female 

principals. 

5. Compare the ethnicity of male principals serving at the elementary level versus the 

ethnicity of male principals serving at the secondary level. 

Conclusions 

This qualitative study investigated male and female elementary predominate priorities in 

relation to student achievement. The purpose of this study is to capture the priorities of those 

principals serving at a Title I elementary school that has been reported by TEA as a “met 

standards” campus. This study can serve as a key factor to other principals engaging in the same 

work but are struggling with their campuses’ students’ outcomes. This research surveyed both 

male and female elementary school principals serving in Title I schools and gain insight into 

those predominated priorities towards student achievement and meeting the State of Texas 

education accountability standards.  
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A qualitative approach was taken in this study using 28 male and female elementary 

principals’ participants.  Principals were able to identify their most important and least important 

priority based on the Advancing Educational Leadership Conceptual Framework (AEL) in 

connection to student achievement.  The study found that 54.5% of the male and 52.9% of the 

female participants referred to the establishing and sustaining vision, mission, and goals are 

valuable to student achievement and the organization's success.  In reference to the least 

predominant priorities, 63.6% of the male participants and 47% of the female participants 

referred to managing data and processes as the least priority.  Participants addressed their 

leadership style in the research; the study found that the participants' dominant leadership style 

was shared leadership.   

The study captured those key factors needed to address the challenges leaders face yearly.  

Leaders are faced with a task every year to move to increase student academic 

achievement and progress. Schools and districts are measured yearly by the outcomes of their 

students’ results made on the state assessment.  Throughout the school year students are 

preparing to take the end of the year state assessment that measures student achievement, student 

progress, and closing performance gaps within subgroups. Schools' and districts accountability 

ratings are based on the students’ performance. District and school leaders spend an ample 

amount of time reviewing data and predicting their accountability rating by testing students over 

grade-level standards. 

When discussing student achievement, it becomes imperative for practices to be in place 

to develop a strong learning environment.  The research found it is important for principals to 

know their data but knowing the data does not increase student achievement. Leaders must 

understand having an established vision, mission, and goals has a direct tie to student 
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achievement. Male and female leaders are given an opportunity through their leadership role to 

impact both students and staff members. The organizational success and student achievement 

come from clearly defining the vision of the organization.  When the vision is established 

members of the professional learning community will embrace the mission and realistic goals 

can be developed and aligned with both, the vision and mission.  The organization's sustainment 

occurs based on the commitment of those members within the learning community vowing to 

hold true to the vision, mission, and the established goals.  

Based on participants' responses in this study, male and female principals indicated the 

importance of shared leadership.  The study found it is important to recognize everyone within 

the professional learning community and bring forth everyone’s capability and professional skills 

to increase student achievement and sustain the organization. Participants addressed the benefits 

of shared leadership and explained a leader of an organization cannot be successful on his or her 

own, it takes the support and the expertise of those members of the organization. Leadership is 

not a solo sport; however, it takes the whole team to win for student learners. The school 

organization has many members, and each member must play their individual roles to increase 

student achievement and promote professional growth within the learning community. The 

leader must be willing to play his or her role and not stand on the sideline. They must be a team 

player and allow others to play their role as well. There must be a level of confidence a leader 

has in his or her ability whereas they are not intimidated by others' talents within the 

organization. The researcher hopes the findings of this study will serve as a tool to support 

leaders in becoming successful leaders, sustain their organization, promote shared leadership, 

and meet all learners' needs. 
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APPENDIX C 

 
DISTRICT PARTICIPATION CONSENT FORM 

 
District Participation Consent Form 

"I, the district representative, understand the purpose of this study, and I agree for this study 

to be conducted in this identified district. I, the district representative, understand that the district 

will not be identified in the final study. I also understand that the district can withdraw from this 

study at any time that it so chooses."  

 

_____________________________  ________________________________ 
Signature of Researcher (Date)   Signature of the District Representative (Date)  

Cicely Hawkins Bailey    Dr. Julie Fernandez, Dissertation Co-Chair 

Doctoral Student    Dean of the College of Education 
14014 Mohave Way Dr    Houston Baptist University  
Cypress, Texas 77429    7502 Fondren Rd 
713-299-4995 (Cell)               Houston, TX, 77074 
                                                                        281-649-3552 (Work)  
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APPENDIX D 

INFORMED CONSENT FORM (Participant) 
 

Informed Consent Form  

(Participant) 

I freely and voluntarily and without element of force or coercion, consent to participating in the 
research study entitled " A Comparison of Male and Female Texas Elementary Principals’ 
Priorities in Increasing Student Achievement in Title I schools.”   

This research is being conducted by Cicely Bailey, a Doctoral student at Houston Baptist 
University. I understand the purpose of this study is to capture Title I elementary school male 
and female priorities needed in the area of student achievement and meeting state accountability 
standards.  I understand that if I consent to participation in this survey, I will be asked questions 
pertaining to my participation in the decision making to improve student achievement 
percentages and campus improvement plans.  

I understand that I will complete a survey given by Cicely Bailey and it will take no longer than 
10 minutes. I understand that my participation is totally voluntary, and I may stop participation at 
any time. All data collected from the interviews will be of a public nature, but my name and 
name of my campus will be protected for privacy purposes.  

I understand that there are benefits to participating in this project. The results of this study will 
empower campus leaders to identify proven strategies to improve their campus success through 
the sharing of professional experiences.  

I understand that this consent may be withdrawn at any time without prejudice, penalty, or loss 
of benefits to me. I have been given the right to ask and have answered any questions concerning 
this study. Questions, if any, have been answered to my satisfaction. I understand that I may 
contact Cicely Bailey at 713-299-4995 (cell), or Dr. Julie Fernandez, Dissertation Chair at 281-
649-3552 (work) at any time to address any further questions or concerns regarding this study.  

_______________________________            ________________________________ 
Participant’s Name (Please Print)     Participant’s Signature 
 

_______________________________  
Date 
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APPENDIX E 

PRINCIPAL INTERVIEW QUESTIONS 
 

Principals’ Priorities Survey 

The principals participating in this survey have agreed to participate in the study and have signed 
all required documents allowing for their answers to be recorded and included in this work.  
 

 
1. Please identify your gender role. 

 
2. Is your current school identified as a Title I elementary school? 

 
3. What is your campus current economically disadvantage percentage? 

 
4. What is your current age? 

 
5. How many years have you served as a building principal?  

 
6. How many years you have served at your current elementary campus? 

 
7. Advancing Educational Leadership Conceptual Framework (AEL) has five themes 

outline in its framework. In reference to increasing student achievement, please prioritize 
the following themes: (1-5) 1 beginning the most important, 5 being the least 
 
1. creating positive school culture,  
2. establishing and sustaining vision, mission, and goals, 
3. developing self and others, 
4. improving instruction,  
5. managing data and processes  

 

8. Please explain why you selected the identified theme as the most important priority when 
focusing on student achievement? 

 

9. Please explain why you selected the identified theme as the least important priority when 
focusing on student achievement? 
 

10. In your own words, please explain your personal leadership style. 
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