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ABSTRACT 

Blanson, Daniel J., The influence of principal leadership style and campus practices of 

high-performing Title I secondary campuses. Doctor of Education (Executive 

Educational Leadership), May, 2022, Houston Baptist University, Houston, Texas.  

 

This comparative qualitative study design examines and compares the leadership styles, 

characteristics, and practices of three effective principals leading high-performing Title I 

secondary campuses. This examination is significant because campus principal and 

leadership is the second most influential factor on-campus that impacts student 

achievement after classroom teachers. To accurately examine high-performing leadership 

behaviors, characteristics, and practices, transformational leadership theory was used to 

approach this topic. The transformational leadership theory investigates leadership 

behavior using six factors: Charisma, Social, Vision, Transactional, Delegation, and 

Execution. Data was collected through an interview session, interview questions, and the 

Transformational Leadership Survey (TLS). The data analysis was comprised of 

quantitative and qualitative processes. The Transformation Leadership Survey (TLS) was 

used in this study to examine the participants' professional practices using the six factors. 

The data was analyzed, and emerging themes among the participants emerged as effective 

practices for transformational leadership at Title I secondary schools. The findings of this 

study present emerging connections and themes among three secondary principals 

identified as transformational leaders. The qualitative results indicated that 

transformational leaders are visionaries who implement targeted and relevant systems that 

clearly address their campus mission and goal.  Their decisions, including professional 

development are based on data and providing timely, quality feedback. Furthermore, 

effective communication and petitioning feedback from all stakeholders helped them build 
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professional campus relationships and trust. The quantitative data gathered from the TLS 

indicated that Charisma is an important leadership quality.  All three participants' highest 

score was in the Charisma category of the six.  Visionary was the second-highest, Social 

was third, and Delegation was last for all three participants.  This study's findings were 

useful for several reasons.  This study's methodology, findings, and implications can 

provide practices that leaders of Title I schools may implement to positively influence the 

development and outcome of their organization.  The behaviors have been identified as 

transformational leadership.  This study may also inform and benefit new Title I public 

school principals leading elementary and secondary campuses. 

 Keywords: transformational leadership, leadership style, effective leadership, 

Title I school, high performing  
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CHAPTER I 

Introduction 

President Lyndon Johnson declared War on Poverty in 1964 with the belief that 

educational opportunities would decrease the performance gap (Richardson et al., 2017). 

This declaration was motivated by two educational historical documents that indicated 

that because of the school system's failings, educational achievement decreased 

(Gardener et al., 1983). The first document, according to the National Commission on 

Excellence in Education’s report, outlined ineffective practices found in content areas, 

expectations, time, and teaching practices (Gardener et al., 1983). No Child Left Behind 

(NCLB) of 2001 was the final document that would solidify the need for change in 

education and expose the inequity in education, showing that it did not effectively 

meeting the needs of all students.  The primary intent of NCLB was to “ensure that all 

children have a fair, equal, and significant opportunity to obtain a high-quality education 

and reach, at a minimum, proficiency on challenging state academic achievement 

standards and state academic assessments” (No Child Left Behind, 2002, Section 1001, 

para. 1). NCLB enacted more accountability and testing, along with more attention to 

schools' teaching. 

Unfortunately, Title I students continue to underachieve academically compared 

to their peers (Hirn et al., 2018). However, student achievement and success for all 

students remain a priority for schools across the United States (Sargrad et al., 2019). 

Moreover, this national initiative has caused school districts across the nation to 

collectively work together to close the student academic achievement gap between 

students from middle-class families and those living below the economic poverty line 
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(Vegas & Winthrop, 2020). Thus, the purpose of this mixed-method study is to identify 

the leadership style, characteristics, and practices of effective principals leading high-

performing Title I secondary campuses.  

Background of the Study 

The past 30 years have seen numerous education reforms intended to raise the 

achievement standards of students. As a result of the complexity and constantly evolving 

school setting these reforms have created, school leadership has become of great interest 

in education as it is increasingly recognized as having a pivotal role in improving student 

outcomes (Day et al., 2016; Mulford, 2008). One important effect of leadership, albeit 

indirect, is the quality of teachers, which has been shown to strongly influence student 

achievement. Moreover, several studies have found that the increased focus on the 

relationship between school leadership and student achievement stems from the belief 

that principals' leadership styles can significantly improve the quality of teaching and 

learning in their schools, and thus student achievement, by improving teachers' working 

conditions and the climate and environment of their schools (Pont, 2020; Pont et al., 

2008; Schatzer et al., 2014). In fact, according to studies, leadership style is the second 

most influential factor on student learning, right behind classroom instruction (Leithwood 

et al., 2019). 

Effective school leadership requires knowledge, preparation, training, continued 

professional development, and actively building partnerships with parents, staff, and 

stakeholders. In Title I schools, building supportive relationships and understanding the 

needs of all students is essential for leaders aiming to achieve student success (Sack-Min, 

2018). Moreover, Title I was embedded in the amended “elementary and secondary 
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Education Act (ESEA) of 1965 that provides financial assistance to local educational 

agencies (LEAs) and schools with high numbers or high percentages of children from 

low-income families to help ensure that all children meet challenging state academic 

standards" (U.S. Department of Education, 2011, para. 1).  As a result of needing to meet 

these demanding standards, effective school leaders must respond to the changing needs 

of their context (Rimmer, 2016).   

Contextual variables at the school level, such as the number of economically 

disadvantaged children or the number of children with disabilities, affect student success 

(Day et al., 2016). Day et al. (2016) purport that school leaders must recognize the 

sociodemographic makeup of the school of their school because these characteristics will 

impact the most effective leadership style and challenge it.  Moreover, leadership is a 

skill that must be developed and cultivated and that includes systems and practices 

strategically integrated by a school leader and team. This study aims to identify these 

essential practices and explore the key components that influence successful student 

outcomes and that are key attributes of effective leadership practices. 

Statement of the Problem 

Many studies have investigated effective leadership practices for school leaders. 

However, few studies have examined the relationship between the high-performing Title 

I schools and leadership styles and practices (Devita, 2019). However, a study conducted 

by Hitt and Tucker (2016) provided a useful framework for school administrators to 

encourage better educational outcomes for students. This framework is not exclusive to 

Title I schools. Additionally, Gemeda and Lee (2020) argued that far too many studies 

have focused on the outcomes without studying the practices and behaviors of leaders. To 
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that end, this study addressed the gap in research and literature by identifying the key 

characteristics and traits that are essential components of effective campus leadership on 

Title I high school campuses. Additional evidence that focuses on downstream effects of 

effective leadership that create a positive impact on their campuses (e.g., school climate 

and culture) were explored in a school district in southeast Texas. 

Statement of the Purpose and Significance 

The aim of this comparative qualitative study design is to compare the leadership 

styles, characteristics, and practices between three effective principals leading high-

performing Title I secondary campuses. This research seeks to reveal the important 

characteristics effective principals in Title I schools must display and embody every day 

when leading the work of driving change, improving campus, and achieving student 

success. This research is significant because studies have indicated that there is notable 

influence of leadership on student achievement (Leithwood et al., 2004; Marzano et al., 

2005; Waters & Marzano, 2003), though little is known about the details of what that 

leadership looks like. Understanding these specifics is important to help develop effective 

leaders. After all, as Waters and Marzano (2003) found, leadership extends beyond 

knowing “what” to do; “it’s knowing when, how, and why to do it” (p. 2). 

It is a challenge to be a principal in a low-performing school and the state requires 

measurable student achievement accountability. Garland (2018) notes that this 

accountability increases leadership responsibilities that include focusing on instructional, 

data, and school improvement initiatives. Consequently, school leaders are becoming less 

willing to assume the leadership and duties (Darling-Hammond et al. 2017, 2007; Fink & 

Brayman, 2006).  The increased stress from such expansion of roles and responsibilities 
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has become a global phenomenon; however, a few leaders continue to take on the 

challenge successfully.  To address the needs of today’s learners, this research aims to 

serve as a template for high school principals leading Title I populations, campus leaders, 

and district leaders looking to leverage characteristics and best practices to improve their 

campus.  

Research Questions 

The following questions guided  the qualitative study: 

 1.  What professional learning community (PLC) practices do effective principals 

implement to develop high-performing Title I secondary schools?  

 2.  How do principals of high-performing Title I secondary schools describe their 

own leadership styles?  

 3.  How do effective principals monitor and improve campus programs and 

positively influence school culture?  

 4.  How do principals of high-performing Title I schools influence instructional 

practices and impact student achievement?  

Definition of Terms 

Effective school 

 The fundamental characteristics that encompass both educational movement and 

body of research and that examines school-based factors that positively influence 

learning outcomes in K-12 schools. 

Title I 

Title I, Part A (Title I) of the Elementary and Secondary Education Act (ESEA), 

is federal funding provided to local educational agencies (LEAs) and schools with high 

https://en.wikipedia.org/wiki/K%E2%80%9312_(education)
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numbers or high percentages of children from low-income families to help ensure that all 

children are supported to meet rigorous state academic standards. 

Instructional leadership    

An instructional leadership mindset is centered around an intense purpose focused 

on promoting student learning, coaching, supporting, and developing teachers’ 

instructional classroom practices, designing innovative interventions to leverage the 

needs of students based on data to drive all campus decisions (Mestry et al.,  2013) 

Instructional practices 

The means by which students achieve learning outcomes in the classroom. 

Understanding the importance of designing a course or lesson beginning with 

determining the learning outcomes.  

Effective leadership 

 Leaders that develop their organizational knowledge based on their 

understanding of student data. Effective school leaders take an active role in data 

meetings, ensuring that teachers understand how the data indicate the instructional 

priorities for each teacher's classroom.   

Transformational leadership  

Transformational leadership is a leadership style in which leaders encourage, 

inspire, and motivate employees to innovate and create change that will help grow and 

shape the future success of the company (Burns, 1978). 
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Instructional leadership  

Instructional leadership is leading learning communities in which staff members 

meet on a regular basis to discuss their work, collaborate to solve problems, reflect on 

their jobs, and take responsibility for what students learn (Hallinger & Heck, 1998). 

Strategic leadership   

Strategic leadership is the ability to influence others to voluntarily make decisions 

that enhance the prospects for the organization's long-term success by communicating the 

vision, showing direction, providing motivation, and actively listening. 

Campus practices 

Procedures and systems that are implemented on a campus to ensure a safe and 

secure learning environment for all stakeholders. 

Academic practices 

Planning protocols, teacher content development, classroom observations, 

providing adequate feedback, and student tracking systems that are in place to enhance 

student and teacher outcomes. 

Best practices 

 When data support the success of a practice on the campus, it is referred to as a 

research-based practice or scientifically based practice. 

Theoretical Framework 

The theoretical framework of this study was based on the leadership style theory. 

Approaching this study using this framework works best to identify the principal's 

leadership style and effective practices that influence successful student achievement and 
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outcomes. The leadership framework was developed by Kurt Lewin in the 1930’s and 

focuses on three theories.  

Figure 1 

Leadership Styles Framework 

 

Note. Adapted by Lewin's Leadership Styles Framework, 1939, by K. Lewin.  

 

These theories include autocratic, democratic, and laissez-faire and, as Lewin 

(1939) argues, are, in essence, three major styles of leadership: 

1. Autocratic leaders make choices even though their team members 

might provide valuable advice. When leaders need to make choices 

fast, they do not make time for team involvement. As a result, the 

outcome is usually not contingent on a team consensus. This approach 

may cause demoralization and high levels of absenteeism and 

employee turnover. 
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2. Democratic leaders are leaders who are involved in the decision-

making process, but who also let the team members take part. These 

leaders help individuals be more creative and boost productivity. 

Because of this, team members enjoy great work satisfaction and 

productivity. However, this style is usually not sustainable when the 

leader must act quickly. 

3. Laissez-faire leaders give their team members a lot of freedom in how 

they do their work and how they set their deadlines. They provide 

support with resources and advice if needed, but otherwise, leaders do 

not get involved. This autonomy can lead to high job satisfaction, but 

it can be damaging if team members do not manage their time well or 

do not have the knowledge, skills, or self-motivation to work 

effectively. This type of leadership can also occur when managers do 

not have control over their work and their people. 

In addition to identifying key leadership behaviors, school culture-building 

strategies, planning effective instruction, and identifying essential components to support 

teachers well and create a positive school culture, the attributes and themes were be 

identified using this framework.  

Another key leadership theory is transformational leadership theory founded by 

James Burns in 1978, which focuses on change to produce results beyond expectations by 

developing a relationship of mutual elevation and stimulation to develop followers to 

leaders, and leaders into moral agents (Bass, 1990; Burns, 1978). Avolio (2011) asserts 

that among the many views on the authentic definition of leadership and how one 
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becomes effective are also several confirmed leaders theories, which suggest that an 

effective leader is one who "proves predictable performance outcomes” (p. 203). 

Transformational leadership has been tested extensively in many settings and, perhaps, 

proven in more scientific studies than other leadership theories (Bass, 1990; Lowe & 

Gardner, 2000).  Moreover, as initially proposed by Bass in 1985, the idea has remained 

consistent, even though it has evolved through several stages.  

 The leadership style framework is explored at length and disaggregated into 

descriptors that appropriately addressed each research question in this study. For 

instance, though recently emerging as a contemporary leadership style, the instructional 

leadership style has a description that attained the highest level of visibility over the 

years by Smith and Andrews (1989). This further illustrates the role instruction has in 

leadership, which were explored further using this study and framework to identify how 

effective principals influence instruction on campus. Marzano et al. (2005) found that 

instructional leader is a resource provider, who is also considered to be an instructional 

resource, effective communicator, and someone who has a visible presence on the 

campus. Therefore, as a resource provider, the principal of a school campus should 

ensure that their staff and teachers have access to materials, funding, and the building to 

perform their duties effectively (Usman, 2016). Moreover, as an instructional resource, 

the principal is an additional resource available to assist teachers. Given this important 

instructional role that leaders have, this framework helped to identify the habits, 

practices, and leadership style of the effective Title I high-school principals in a high-

performing school. 
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Strategic leadership is defined as taking the vision and moral purpose of the 

school and translating them into desired action through planning, implementing systems, 

monitoring, and making necessary adjustments. For example, the principal’s vision is an 

essential part of strategic leadership. Influential leaders must have a clear vision for their 

campus, which should be communicated to ensure a commitment from all stakeholders 

on the campus. Davies and Davies (2003) argue that strategic leadership could be 

considered an element of good or high-performing leadership. However, effective 

communication requires articulating the campus's core values, beliefs, and expectations, 

which is an ability that many leaders lack. Therefore, the part of this study that focuses on 

strategic leadership was a valuable part of the framework to identify the practices 

principals implement to develop and cultivate high-performing Title I secondary schools 

and cultures. 

The Impact of Transformational Leadership 

Burgess (2016) argues that, at its core, transformational leadership is leadership 

that inspires followers to go beyond fulfilling expectations and strive to be remarkable 

(see Figure 2). To inspire and build followers in this manner, leaders must frequently 

employ a transformational style of leadership that complements rather than replaces 

traditional leadership. Transformational leadership consists of four components (the so-

called four “I”s): idealized influence, inspirational motivation, intellectual stimulation, 

and individualized concern (see Figure 2). Moreover, Bass and Avolio (1994) stated that 

transformational leaders “behave in ways to achieved superior results by employing one 

or more of the Four I’s” (p. 3). To go beyond practicing a transformational style of 
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leadership to be labeled a transformational leader, a person needs to employ all four “I”s 

to a high degree (Avolio et al., 2014).  

Figure 2 

The Impact of Transformational Leadership  

 

Note. Positive Impact of Transformational Leadership Burgess (October, 2016). 

 Cornwall, NY: Cornwall Leadership Institute.  

Limitations 

Limitations in research are occurrences that appear in a study that are outside the 

researcher’s control (Lunenburg & Irby, 2008). Particular parts of the study that are 

aspects of the design can have an effect on the interpretation of the outcomes and are 

beyond the researcher’s control. Moreover, there can be limitations to generalizability, 

applications to practice, and/or utility of findings that are the result of the ways relating to 

the chosen design the study, to the method used to establish internal and external validity, 

or to the result of unanticipated challenges that emerged during the study. 

A first limitation of the present study is that, in the mist of the COVID-19 

pandemic and various restrictions put in place to mitigate it, collaborating with campus 
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leadership was a challenge. This might impact scheduling, participant availability, and 

unknown campus factors the leaders might have to attend to during this difficult time. 

A second limitation is that the sample size is small. While unfortunate, this is 

largely unavoidable, as there are few Title I high schools in south Texas that are high-

performing schools, which means few principals meet the criteria. 

Lastly, there is very little research that focuses on effective practices of principals 

at high-performing Title I high schools. 

Delimitations 

Delimitations are parameters and boundaries set by the researcher on the purpose 

of the study and the scope of the study (Lunenburg & Irby, 2008). The delimitations in 

this study were chosen to gain a better understanding and identify the leadership styles, 

characteristics, and practices of principals leading high-performing Title I secondary 

campuses. 

One important delimitation of the present study is that the research provides a 

limited scope of suburban and urban schools including middle and high schools in south, 

Texas, that are public Title I schools. 

Secondly, the participants are full-time principals at high-performing Title I high 

schools and have been assigned to the schools for at least one year in order to retain 

efficient data on school leadership.   

Assumptions 

According to Lunenburg and Irby (2008), assumptions are essential criteria, 

premises, and claims accepted as operational for the purposes of the research. Such 



14 

 

assumptions can involve data analysis and interpretations. The general assumptions of 

this study are the following: 

• The interview questions used in this study were valid for the purpose 

intended. 

• The participants understood the interview questions and respond objectively 

and honestly. 

• Interpretation of the data that were collected reflected what participants 

intend. 

• Researcher bias did not interfere with the outcomes of the study. 

• All principals have displayed effective leadership and implemented best 

practices on empirical data. 

Organization of the Study 

Chapter I has provided the introduction, background of the study, statement of the 

problem, statement of the purpose and significance, research questions, definition of 

terms, theoretical framework, limitations, delimitations, assumptions, and organization of 

the study. In Chapter II, the researcher provided a review of the literature organized in the 

following sections: (a) introduction, (b) a historical background of Title I, (c) challenges 

of high-performing Title I high school campuses, (d) an overview and perspective of each 

leadership style, (e) leadership processes and programs effectively, (g) leading through 

instruction and influencing campus culture, (f) leadership best practices, and (f) the 

summary. In Chapter III, the researcher examined the methodology that was used in this 

study, which included research design, participants, context and setting, instrumentation, 

data collection, and data analysis. 
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CHAPTER II 

REVIEW OF LITERATURE 

Introduction 

Student achievement, campus culture, and the overall success or failure of a 

school campus are influenced by leadership (Kalkan et al., 2020). Burns (1978) argues 

that transformational leaders seek to understand followers' motivations and fulfill more 

significant needs. Consequently, transformational leadership has the potential to turn 

followers into leaders. “Relationships are an important component of power in the 

context of leadership" (Lunenburg & Irby, 2008, p. 148). Thus, this study aims to identify 

the leadership styles, characteristics, and practices of effective principals leading high-

performing Title I secondary campuses.  

The following literature review represents the literature relevant to this research 

study: effective leadership styles, effective leadership practices, leadership and effective 

instructional practices, and effectively managing processes and programs. 

A Brief Overview of the Influence of Title I 

Educators have recently been tasked with solving social, political, and economic 

challenges of the nation. The battle to decrease the achievement gap has long been the 

focus (Hanover Research, 2017), and one can only hope that progress is being made. 

However, this is an elusive issue, particularly since it is difficult to evaluate the 

effectiveness of the Title I program that has benefited underprivileged children. Stillwell- 

Parvensky (2016), who conducted a study for the Children’s Defense Fund, defines Title 

I as a “funding mechanism rather than a clearly defined program” (p. 4). This further 

contributes to the difficulty of gauging its influence. Furthermore, Stillwell- Parvensky 
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(2016) argues that it would be unfair to compare Title I students’ test performance with 

non-Title I students since poverty greatly influences test scores. As a result, student 

achievement cannot be based solely on Title I data. 

The U.S. Department of Education (2018) determines Title I schools based on the 

number of low-income students widely considered at risk for student and school 

achievement. These campuses are defined by the percentage of students on free or 

reduced lunch; if more than 40% of their students are on free or reduced lunch, the school 

will be labeled as a Title I school (NCES, 2018b). In addition, Title I schools are eligible 

to receive supplemental funding to ensure that each student receives a fair and equitable 

opportunity to obtain a highly qualified educational learning experience (Cronin, 2017). 

In fact, Castellón et al. (2015) found that providing low-achieving students with robust 

instructional support that extends beyond the classroom to meet state standards in core 

academic subjects and electives strengthens students' post-secondary opportunities. 

Additionally, Title I campuses partner with federal, state, and local sources to integrate 

resources to aid students (NASSP, 2020). As a result of this work, two types of school 

programs aid Title I campuses to assist and contribute to campus success and student 

achievement: the targeted assistance school program and the schoolwide program (ESEA, 

2015).  

These programs' primary purpose and goal are to improve teaching and student 

learning to master the state curriculum and national standards. Moreover, Clark (2019) 

notes that targeted assistance programs are also available to campuses that do not meet 

the 40% threshold of underprivileged students, which illustrates the lengths and measures 

that have been put in place to meet the needs of Title I students. Furthermore, Title I 
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teachers are hired to provide services to selected students who have a vast need for 

instructional support within the classroom (NCES, 2018b). The funds provided to hire 

teachers provide Title I schools with the resources (i.e., additional staff) needed to serve 

the student population based on the individualized needs of the identified campus.  

Title I schoolwide programs are targeted to enhance the campus academic 

program with the primary goal to ensure all students, including the subgroups that 

perform at proficient levels, are successful and continually meet and exceed learning 

outcomes (Theis, 2015). The success of these programs is centered around accomplishing 

their goals, improving teaching, and learning to meet the expectations. ESEA (2015) 

mandates Title I campuses to have all state academic requirements met. This audacious 

goal includes increasing parental involvement and staffing “highly qualified” teachers 

and personnel. The list of demands to meet this goal is no small request, as it inundates 

teachers and staff and overwhelms school leaders (East, 2015); however, it may be worth 

the cost, as it has resulted in students showing improvements in academic achievement.  

Overlooking the conundrum and difficulties that accompany the territory of Title I 

schools though a tremendous battle, is not an option because the risk is too great, 

especially in secondary schools. Studies suggest that students between the ages of 16 and 

24 years old in low-income families are seven times more likely to drop out of school 

than those from families with higher incomes (Rumberger, 2013). Additionally, there is a 

higher percentage of young adults (31%) without a high school diploma that live in 

poverty, compared to the 24% of young people who finish high school (Addy, et al., 

2015). Another study reported that approximately 40% of students living in poverty are 

not adequately prepared for primary schooling. Spies et al. (2014) found that students 
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who live at or below the poverty line are 1.3 times more likely to have developmental 

delays or learning disabilities than those who live above the poverty line. Thus, effective 

principals that lead Title I campuses will face many challenges and barriers to overcome 

to serve their disenfranchised communities efficiently. For instance, principals are 

currently faced with a lack of parental involvement and support, student trauma, student 

behaviors, high volume of student absenteeism, lack of resources and extracurriculars 

activities, and students who are academically disadvantaged (McLaughin & Sheridan, 

2016). However, effective principals leading Title I campuses understand how to 

leverage and create an environment that engages parental involvement at their respective 

campuses rather than conceding to the narrative that Title I campuses lack the necessary 

parental support.  

Previous Academic Success in Title I Schools 

Schools are designed to educate people effectively, regardless of the significant 

inequality that still exists in America. Growe and Montegomery (2003) state that “most 

experts agree that a range of socioeconomic factors leave poor and minority students at a 

disadvantage even before they enter the schoolhouse doors” (p. 26). Parrett and Budge 

(2010) reviewed 18 studies on the factors that impact high-performing high-poverty 

schools, analyzing selected participants over thousands of schools nationwide. They 

identified several strategies that were effective for creating and sustaining great results: 

(a) working to develop and strengthen leadership capacities, (b) knowing the importance 

of intentional planning, and having adequate resources for students, and (c) 

understanding the importance of having a healthy learning environment at the campuses.  

Moreover, highly effective school principals have one particular element in common that 
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stands out, which is the ability to lead through effective practices, especially on Title I 

secondary campuses (National Association of Secondary School Principals & National 

Association of Elementary School Principals, 2013). Similarly, in a study conducted by 

Parrett and Budge (2010), essential factors, people, and actions were identified as 

paramount in turning high poverty schools into high-performing campuses; these factors 

can be seen in Table 1. 

Table 1 

Turning High-Poverty Schools into High-Performing Schools 

 

School Culture 
Spheres of 

Influence 

All Students 

Learning to 

High Standards 

Actions 

1. Professional 

Accountability for 

Learning 

2. A Sense of Urgency 

3. Commitment to Equity 

4. High Expectations and 

Support 

5. Caring 

Relationships/Advocacy 

6. Courage and Will to 

Take Action 

Family 

Community 

Classroom 

School 

District 

 

Academic 

Emotional 

Social 

Build Leadership 

Capacity and Collective 

Efficacy 

 

Focus on Learning 

(Student, Professional, 

System) 

 

Foster Healthy, Safe, 

and Supportive 

Learning 

Environments 

Note: Leading High-Poverty Schools to High Performance  W. H. Parrett and K. M. 

Budge, 2020.  

Wilkey (2013) found that secondary school principals cultivated characteristics 

that were key to shaping and transforming the school culture, which led to effectively 

implementing best practices, regardless of the Title I school setting. Similarly, Krasnoff 

(2015) argues that this type of leadership promotes a positive campus culture and can 

demonstrate the importance of embracing an inclusive approach on how to improve 

student achievement. Darling-Hammond et al. (2019) confirmed that cultivating 
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leadership within the learning environment and understanding the importance of 

investing in all stakeholders in a learning communities by providing leadership 

opportunities can be challenging, but it is necessary to build and enhance leadership 

capacity to ensure a campus leadership culture is healthy.  

School leadership has changed throughout the decades; through this transition, 

effective school leaders now better understand the significance of evolving as a leader. 

The ideas of instructional leadership, transformational leadership, and servant leadership 

as have been accepted as common practice (Schroeder, 2016). Moreover, by better 

knowing the gravity and responsibilities of effective school leadership, leaders are now 

better able to establish core values and beliefs that drive campus decisions. Parrett and 

Budge (2010)  found that knowing how effective practices correlate to shaping a thriving 

campus culture empowers and positively impact student outcomes.     

Many factors have been driving forces behind why school leadership has evolved 

over the past decades in school districts and campuses across the nation. One of those 

factors is the expectations and the accountability systems for school districts and 

campuses, particularly the urban and suburban school districts with Title I campuses. 

Principal leadership and effective practices in Title I secondary schools are praised and 

examined, and their responsibility goes far beyond mentioned characteristics in the 

greater Houston area in the state of Texas. Title I principals are judged on many criteria 

when it comes to their schools' outcomes. School leaders must provide a safe and secure 

school culture. Moreover, academic improvement is required for all students, regardless 

of their external stipulations.   
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In most cases, leadership can affect student outcomes. Research has found 

effective and influential school leaders 

• develop strong academic systems (Gamage et al., 2009), 

• develop protocols to analyze data points (Schildkamp, 2019), 

• provide professional training opportunities to improve classroom 

practices (Schildkamp, 2019), 

• track student progress through aggressive monitoring (Schildkamp, 2019), and 

• develop organizational and departmental goals that successfully implement 

these effective practices (Schildkamp, 2019). 

Leithwood et al. (2019) argue that effective leadership practices and 

characteristics, including Title I schools, must be built on research, innovation, and 

campus trends, concentrating on student achievement and campus success by embracing, 

learning, and applying these practices.  

Challenges on High-Performing Title I Campuses 

Title I school principals are faced with the demands of developing a shared vision 

that incorporates a school culture that establishes high expectations and accountability for 

all campus leadership teams, teachers, students, and parents. The shared vision also 

highlights the critical need in developing campus leaders and effective systems to support 

the campus vision under the guidance of effective principalship. Title I schools can be 

found in many school districts and are defined as campuses where at least 40% of the 

student population is considered low-income based on various factors (US Department of 

Education, 2021). Title I funding provides extra support to improve the academic 

achievement of the disadvantaged students—and all students—through extended 
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instruction, resources, and specialized campus programs. The school provides Title I 

services to children who are failing, or most at risk of failing, to meet challenging state 

academic standards (US Department of Education, 2021).  However, these resources 

alone will not successfully improve student achievement, school climate and culture, and 

leadership development capacity without effective principal leadership on the campus.   

Principals are faced with many challenges in providing leadership that transforms 

a Title I secondary campus into a high-performing campus. Fostering an environment that 

creates a collaborative environment that promotes student achievement is the goal for all 

principals. An effective principal will create, monitor, and improve campus programs and 

initiatives that positively impact the school culture and student achievement. Through 

these efforts, principals indirectly—yet powerfully—impact student achievement and the 

schools’ climate and culture. Title I schools require extra support, resources, and clear 

procedures and processes. High-poverty, low-performing schools need strong leadership 

to improve and continue student achievement, these types of schools require principals to 

cultivate an environment where educators develop into leaders and are leading the school 

to be aligned with the school’s vision of driving student achievement. Identifying the 

affective qualities of principals who lead Title I schools can be researched with different 

types of data, with one particular type being standardized test results to identify student 

achievement. 

Ideally, these pressures and high expectations of improving student achievement 

sometimes encourage leaders to lead with good work ethics; however, in some cases, the 

pressure of having strong test scores pushes leaders to lead their school into an unethical 

decision. Shapiro and Stefkovich (2010) argued that “high-stakes testing and 
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standardized test results are most often used for accountability purposes to determine how 

successful an educational institution or district has been in educating its young people” 

(p. 138). Moreover, standardized testing has created an urgent need for test scores to 

demonstrate high achievement and, thereby, a closing of the achievement gap. All public 

schools are faced with consequences when the test scores are analyzed by the state, 

district, and the public.    

Schools are not only graded by student achievement, but also student progress, 

closing performance gaps, and postsecondary readiness. However, student achievement 

measures district and campus performance based on student achievement (test scores) 

across all subjects for students” (Evans, 2020). Evans (2020) states that the 2015 law has 

the right to shut down schools that have failed five years and are identified as having an 

“Improvement Required” rating. Moreover, this law also allows the state to take over a 

district with failing schools. This pressure from the state can cause the leadership, starting 

from the superintendent and going down to the teachers, to feel they must do what it 

takes to improve student achievement, even to the point of cheating and other unethical 

choices. Broady (2019) states that cheating cases vary from giving students forbidden 

information, to giving students extra time, to leaving secured testing documents 

unattended, and to leading students to the correct answers. There have been many cases 

where principals have violated—or have known that others have violated—the Code of 

Ethics for Educators through such violation of testing procedures. Most teachers do not 

aim to cheat (Shavelson, 2010); instead, a lapse in judgment has been found to be the 

most common reason it happens (Broady, 2019). Educators are possibly unknowingly 

also cheating; however, it is still a violation that leadership is required to report. 
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Principals who lead Title I high schools are faced with challenges that can causes 

school leadership to create an environment that is focused on state assessments. Teachers 

are pressured to teach to the test, which takes away the enrichment and drill skill from 

their instruction. As a result, leadership may start monitoring aggressively and 

micromanaging teachers, causing the school climate to become toxic. Shapiro and 

Stefkovich (2010) share a case study where the principal gained information that his 

students would possibly not do well and would not pass the assessment. The plan from 

the superintendent requires schools to implement a new curriculum that is centered 

around the test. However, if the principal leadership team is not on board because of a 

lack of communication, campus will suffer (Lyons, 2018). In this situation, the principal 

must decide to make a decision that will either lead the team to reject the suggestion from 

the superintendent or enforce the curriculum by the district.  

The standardized testing era has created pressure on all levels of the education 

system, yet it is essential for leadership to continue to make the best decisions for all 

students (Organisation for Economic Co-operation and Development, n.d.). Yet it mut be 

kept in mind that effective leaders are not only defined by standardized scores.  

Accountability and Effective Student Progress Monitoring 

Effective campus principals now understand the importance of improving 

outcomes for students and their campuses, effective campus leadership can transform 

their campus culture in a way that allows all stakeholders to flourish in achievement by 

improving teaching, learning, and knowledge. Title I secondary campuses are faced with 

many external challenges from the students, not to mention the high demands and 

requirements from both the state and district in regard to accountability. Texas’ 
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accountability system measures all secondary campuses according to four domains: 

student achievement, student progress, closing gaps, and postsecondary readiness (TEA, 

2021a). 

The Texas Education Agency (TEA, 2021a) measures student achievement by the 

State of Texas Assessments of Academic Readiness (STAAR). The STAAR is a 

standardized testing program that accurately measures students' knowledge based on the 

curriculum taught from the Texas Essential Knowledge and Skills (TEKS) for the grade 

level for that specific year. Students who participate with the STAAR test can receive the 

following scores: Did Not Meet, Met, and Exceeded in the areas of English language arts, 

mathematics, science, and social studies (TEA, 2021a). 

Student progress data are extracted from the STAAR assessments, which provides 

information on student academic growth and how much progress students have made 

from year to year (TEA, 2021a). Student progress data are thoroughly analyzed by the 

school principal; the campus leadership team evaluates and compares the student’s 

current scores to student’s previous scores on STAAR assessments. This is the driving 

force behind the campus improvement plans and provides resources and the services to 

fill the campus areas of opportunities. Principals also analyze students' scores to identify 

students who enhanced their scores (Did Not Meet to Met or Exceeded or from Met to 

Exceeded); this information assists the campus leadership team and the campus principal 

in implementing campus professional development opportunities, planning protocols, and 

academic systems that support the campus professional learning communities to create 

effective instructional practices in the classroom that will positively impact teacher 

development and student outcomes. 
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Closing the Gap domain uses data points from students STAAR scores to analyze 

and determine the differences based on student race/ethnicity and whether they are 

special education students, students with high mobility rate, English language learners, or 

students who are economically disadvantaged; this is done to ensure that all student 

groups are meeting their specific achievement targets which create educational equity 

based on state accountability. Closing the gap domain is measured across four 

components: student academic achievement based on meeting or exceeding grade-level 

standards in English language arts and mathematics, student academic growth status or 

student graduation status where the state of Texas evaluates the four-year federal 

graduation rate without extensions, and for campuses without graduation data academic 

growth in reading and mathematics are analyzed. English Language Proficiency evaluates 

the TELPAS results compared to the previous year. The School Quality indicator is based 

on student achievement for middle schools and college, career, and military readiness 

(CCMR) performance components for high schools. 

Principals as Campus Leadership  

The literature of the role of a principal typically defines the campus principal as 

someone who does not directly teach lessons in the classroom, but rather is someone who 

can influence high-impact teaching and student learning on their campus indirectly 

through coaching of teachers and maximizing classroom instruction by providing 

actionable feedback on their campus. Principal leadership is one key component for 

leveraging student achievement through promoting a positive and thriving school culture, 

while providing a safe and secure learning environment for all stakeholders. The 

principal title alone does not foster an environment of learning; rather, every decision a 
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principal makes impacts students’ outcomes. It is therefore essential for the leader to 

understand that their influence on student achievement and student development is 

indirect but powerful. It is important to understand the correlation between effective 

principal leadership and student achievement and how these two combine to create high-

performing schools, even among high-poverty schools (Suber, 2011).  

Effective school leaders understand that simply knowing what to do is not enough 

to transform schools and classrooms; effective leaders concentrate on why certain 

practices are meaningful towards campus and student success, when these practices are 

relevant and meaningful to the population that they serve, and, most importantly, how to 

implement them successfully in their own schools and classrooms to exceed the targeted 

goals. Moreover, the status quo is not a place an effective school leader will comfortably 

settle, especially when the vision is to make sure every student is academically 

successful. Leading change and coaching all stakeholders through the process of change 

is what effective leaders do to accomplish the goals they have identified within the 

vision. When leaders challenge the status quo by seeking opportunities by looking 

outward for innovative ways to improve, by taking risks, by generating small wins, and 

by learning from their past experiences, effective leaders demonstrate that they 

understand that the challenge is the crucible for greatness (Kouzes & Posner, 2017). 

Effective leaders know that one cannot reach the goal of personal best as a leader by 

being stagnant and keeping the same classroom practices, leadership development 

methods, and campus vision and campus goals from year to year without embracing 

opportunities to grow and innovate and improving these practices.  
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Effective leaders are bold and courageous and are not afraid to take risks and use 

experiences as learning lessons as they continue to grow in leadership; effective leaders 

do not sit idle and wait for their supervisors to share instructions of what is needed or 

how to successfully complete the charge they are tasked with. Innovation and change 

require the campus leader to experiment and take risks, with a specific focus on creating a 

campus culture with priorities of recognizing great ideas, supporting those ideas, and 

having an eagerness to challenge the system and embrace those problematic situations 

that effective leaders face daily. While leadership decisions are always difficult, making 

balanced choices based on broad-based knowledge increases the chance of effective 

educational leadership (Waters & Marzano, 2003). 

 In order for campus leaders to make drastic and significant change, they must 

possess and display balanced leadership that embodies those effective characteristics to 

lead a high-poverty and low-performing school into a high-performing school. Waters & 

Marzano (2003) found that, over the past years, the mid-continent research for education 

and learning had conducted informative meta-analytic studies on the practices of 

effective schools, teachers, and principals. These studies provided insight on what school 

leaders and teachers needed to implement to increase student achievement. According to 

Waters & Marzano (2003), developing a balanced leadership framework as a part of 

leadership development forges leadership responsibilities and exemplifies best practices 

at the core. This leadership requires focus, magnitude of change, and purposeful 

community.  

Waters & Marzano (2003) also explained the 21 leadership responsibilities 

ranging from involvement in curriculum, instruction, and assessment to establishing clear 
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goals and being an advocate for stakeholders. Understanding how to set expectations for 

operating procedures and ensuring a safe and secure environment was equally important. 

As a result, Waters & Marzano (2003) designed a framework that focuses on improving 

schools and classroom practices through effectively implementing effective leadership on 

campus.  

In improving these practices, the focus of the principal would be to provide 

resources for teachers including materials and professional development. Such materials 

include, but are not limited to, technology, textbooks and teacher supplies, and 

professional development resources for teachers to successfully execute providing quality 

instruction to their students. Effective professional development resources emphasize 

research-based instructional strategies, classroom management practices, and curriculum 

design.  

The magnitude of this change is described as the principals understanding the 

nature of change, how it can impact all stakeholders and the change process itself, and the 

leadership change. Waters & Marzano (2003) categorizes the characteristics of change as 

either first-order or second-order based on stakeholders’ own knowledge, experiences, 

values and flexibility.  

Waters & Marzano (2003) introduced insight on effective schools and the 

components that support effective leadership: instructional leadership, the practices 

embedded in the leadership responsibilities with the relationship of student achievement 

and teacher of principal leadership. One particularly notable finding is the importance of 

the teacher’s perceptions of principal leadership, which can negatively or positively 

impact student achievement.  
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Suber (2011) shares five characteristics of effective principals, one of which is 

“The high-performing principal’s role in the retention or attrition rate of teachers in high-

poverty, high-performing schools” (p. 10). Principals who exhibit these characteristics 

celebrate the teachers, cultivate leadership, have teachers who are satisfied with the 

control they have, and provide professional development support for teachers to continue 

to improve and move closer to their goals. Therefore, principals affect attrition rate and 

that is where leaders must have the characteristic of being able to supervise teacher 

behavior and student achievement. Suber (2011) argues, “Two variables that profoundly 

influence student achievement are the quality of instruction provided by teachers and the 

quality of leadership provided by school principals” (p. 8). 

The effective school framework from Suber’s (2011) research indicates that 

transformational leadership is the type of leadership that can drive leaders to positively 

impact school outcomes. A principal who has this trait has the potential to clearly 

develop a school-wide vision and high expectations, providing support and the right 

resources to develop leaders within the school. Even though Suber (2011) offers a clear 

description of an effective educational leader in  high-poverty schools, this study was not 

able to provide a clear correlation of the leadership characteristics in high-performing 

schools that are low-poverty and high-poverty campuses and the success of their schools. 

Characteristics of an effective leader in a Title I urban high-poverty school differ from 

those of a leader in a school that has low-poverty and fewer barriers.   

Suber (2011) and Waters and Marzano (2003) researched effective leadership 

frameworks and both studies were able to identify that student achievement is impacted 

by leadership, yet the quality of a leader is what leads the school to either a positive or 
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negative impact. The leading components from both studies acknowledge that effective 

principals identified several elements as essential to developing great schools: (1) 

curriculum, instruction, and assessment; (2) supervision of teacher behaviors and student 

achievement; (3) professional development; (4) teacher attrition; and (5) school culture. 

Suber (2011) maintains that effective leaders have many roles and possess many 

characteristics to meet the needs of all elements to make a high-performing school 

successful.  

Leadership Styles  

Leadership and the meaning of what it means for one to lead have evolved over 

the years. However, there is a consensus that every successful organization has an 

effective leader, leading others to success. In the 1920s, the philosophy of Max Weber 

had been linked with either bureaucratic or aristocratic leadership, resulting in leadership 

had a more hierarchal, top-down, and militaristic communication style and demonstrated 

less of the shared approach that is commonly used today. However, Kotter (2008) states:  

Leadership is, most fundamentally, about changes. What leaders do is create the 

systems and organizations that managers need, and, eventually, elevate them up to 

a whole new level or change in some fundamental ways to take advantage of new 

opportunities. (p. 23) 

The traditional model of leadership, which viewed colleagues as employees, has 

been found counterproductive, unsustainable, and ineffective (Braun, 2017). Jacobson 

(2016) suggested that education leaders create a secure learning environment and safe 

teaching space where teachers clearly understand their roles and responsibilities. 

Conversely, Weber's classical approach to leadership does not consider individual values. 
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In fact, in education, Weber's classical theory would confer no particular merit or value 

on teachers as individuals.  

Lewin (1939) proposed three leadership styles that were particularly linked to 

decision-making styles: autocratic, democratic, and laissez-faire. In the autocratic 

leadership style, the leader operates alone, without consulting others, and thinks that 

consultation would be futile (Jdetawy, 2018). Consequently, this leadership style leads to 

disgruntled team members and people who are not enthusiastic about the work 

environment (Lewin, 1939). The terms “autocratic leadership” and “classical leadership” 

are often used interchangeably. 

Finally, Lewin (1939) discusses the concept of laissez-faire leadership. This open 

style of leadership defers to others and does not include the leader in the decision-making 

process. With competent and motivated employees, such as many educators, a laissez-

faire decision-making approach may have certain advantages. 

Types of Transformational Leadership 

The origins of the Transformational Leadership Theory date back to 1973 when 

James Downton initially coined the term "transformational leadership." The theory itself 

may be traced back to Robert House's 1976 paper "Theory of Charismatic Leadership," 

and later to Leadership, the Pulitzer Prize-winning book by presidential biographer and 

leadership specialist James MacGregor Burns. Understanding the foundational thought of 

this leadership style is essential to understanding those who demonstrate the 

characteristics effectively with consistency. Burns (1978) makes a further distinction 

between transactional leadership and what he refers to as "transforming" leadership: 



33 

 

The relations of most leaders and followers are transactional—leaders approach 

followers with an eye to exchanging one thing for another: jobs for votes, or 

subsidies for campaign contributions. Such transactions comprise the bulk of the 

relationships among leaders and followers...Transforming leadership, while more 

complex, is more potent. The transforming leader recognizes and exploits an 

existing need or demand of a potential follower. But, beyond that, the transforming 

leader looks for potential motives in followers, seeks to satisfy higher needs, and 

engages the full person of the follower. The result of transforming leadership is a 

relationship of mutual stimulation and elevation that converts followers into leaders 

and may convert leaders into moral agents. (p. 4) 

Burns was writing on political leadership at the time, but his observations 

surpassed that context and attracted the attention of several academics who started 

studying transformational leadership. Burns (1978) further conveyed the differences, 

impact, and influence of a transforming leader (Figure 3): 

Transforming leadership occurs when one or more persons engage with others in 

such a way that leaders and followers raise one another to higher levels of 

motivation and morality. Their purposes, which might have started out as separate 

but related, as is the case of transactional leadership, become fused. Power bases 

are linked not as counterweights but as mutual support for common 

purpose...Transforming leadership ultimately becomes moral in that it raises the 

level of human conduct and ethical aspiration of both leader and led, and thus it has 

a transforming effect on both. (p. 20) 
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Burns (1978) also developed the phrase "transformational leadership," noting that 

transformational leaders effect changes among their followers with their participation. 

Figure 3 

Lewin Leadership Styles 

 

Note. Adapted from “Lewin Leadership Styles” by K. Lewin.  

Transformational leaders may possess characteristics or a collection of talents that 

allow them to inspire people to alter their expectations, perceptions, and motivations in 

order to accomplish a shared objective. This theory laid the groundwork for subsequent 

studies by eminent academics such as Warren Bennis, Burt Nanus, Noel Tichy, Jay 

Conger, Bruce Avolio, Boas Shamir, James Kouzes, and Barry Posner (Burgess, 2016). 

As a result, the Transformational Leadership Theory and the Full Range Leadership 

model became the foundations upon which Bass (1990) established the idea of 

transformative leadership. Consequently, transformational leadership has many 

definitions within the educational field and there are similar themes that stand out 
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through the research that indicate how this type of leadership can indirectly and directly 

impact high poverty schools. However, at its core, transformational leadership is a type of 

leadership that empowers (Cotton, 2003; Robinson, 2011; Suber, 2011), builds 

relationships (Lyons, 2018; Suber, 2011) and focuses on the shared vision and builds a 

connection between the vision and the people (Cotton, 2003; Robinson, 2011).  

Transformational leadership may be defined differently throughout the research within 

education, yet the themes that are identified have developed leaders into effective 

principals while leading Title I schools.  

Transformational leadership characteristics. Actions and characteristics are 

also indicated within the research, which give a clever description of how and what 

principals do to indicate they are transformational leaders. As stated by Bass (1990), 

there are four essential factors (Figure 4) that characterize the behaviors and traits of a 

transformational leader: individual consideration, intellectual stimulation, inspirational 

motivation, and idealized influence.  
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Figure 4 

 

Transformational Leaders 

 
Note. Adapted from Avolio and Bass, 1991, The 4 I’s by Avolio, B.J. and Bass, B. M. 

(1991) The Full Range Leadership Development.  

Principals display different leadership styles which allow them to lead their 

school into perpetuating the status quo or to challenge and transform the school into a 

high-performing school. However, research has shown that principals who lead low-

socioeconomic schools into high-achieving schools are most likely transformational 

leaders. Lynch (2018) found that transformational leadership is found within high-

performing schools and there is a balance between being a transformational leader and an 

instructional leader. Principals who are effective allow the shared vision to be the center 

of the schools guide to navigate through the challenges, which is why principles who 

raise awareness and motivate follower to adapt the school's vision are most likely to 

effectively lead (Suber, 2011) 
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Although instructional leadership and transformational leadership are not always 

well defined, there is a common thread that connects instructional leadership with 

transformational leadership, and that is that both leadership styles require leaders to be 

inspirational and develop leadership within the school (Marzano et al., 2005). As 

Robinson, Lloyd, and Rowe state, “there is an increasing convergence between 

transformational and instructional leadership research in education” (). Moreover, they 

discovered that leaders who practice instructional and transformational leadership were 

leading a high-achieving school, but that instructional leadership is much more needed 

than transformational leadership. Marzano et al. (2005) and Lynch (2019) share the 

description of transformational leaders as leaders who are focused on change and there 

are four characteristics identified as the “Four I’s” from Bass (1990).  

The Four “I”s of transformational leadership are essential tools that will impact 

principals who especially serve low socioeconomic schools because they are able to 

develop individuals within the school into leaders (Marzano et al., 2005). Lynch (2019) 

describes transformational leaders as leaders who center their actions and purpose around 

achievement by being committed to building relationships with all stakeholders and 

fostering effective learning environments for success to happen within the school.  

Desravines and Fenton (2015) develop the Transformational Leadership Framework 

(TLF), which identifies five categories of how principals can be effective leaders: 

learning and teaching, school culture, talent management, operations and planning, and 

personal leadership. Within this framework are stages of actions required not only by the 

principal but also the leadership team and the school (Desravines & Fenton, 2015).  

Desravines and Fenton’s (2015) research shows how low-socioeconomic schools are able 
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to transform into a successful school because they implement similar actions that are 

applied within the stages. Importantly, they note, “the stages are not necessarily 

permanent - it is possible for a school to regress to an earlier stage in an action or 

category in the face of ineffective leadership, changes to leadership, staff turnover, or 

decisions that dismantle systems or structures'' (p. 9).    

Leaders use various leadership styles, and most of the styles are comparable 

(Hughson, 2020), with Steinmann et al. (2018) noting that most leadership styles include 

developing a shared vision, gaining employee support, establishing high standards, 

collaborating closely with employees, and being receptive to feedback and input. 

Dinsdale (2017) suggests that the leader's leadership style is more effective when chosen 

based on the school's needs. Mejia (2016) acknowledges that principals' positions and 

duties are constantly evolving and complex. Therefore, school leaders must choose the 

most effective leadership style while adjusting to their new position. According to Henry 

(2020), the school community fosters a culture of trust between teachers, students, and 

administrators, which fosters community development. 

Inspirational leadership. Principals can attract leaders; however, effective 

leaders require a different focus and attitude on the way they see themselves as leaders in 

order to develop leaders (Maxwell, 2016). Maxwell (2016) provides five levels of 

leadership, with the highest level (level 5) being when a leader can develop other leaders 

to level 4, which is growing leaders into influencing and positively impacting the 

organization. Maxwell states, “Leaders who dedicate themselves to developing more 

leaders and pour themselves into the task, giving their best energies and resources to raise 

up other leaders, are the only ones who have the chance to move up to the Pinnacle” (p. 
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237). Effective principals invest in their organization and have a clear understanding who 

their people are in their organization. They are able to identify their staff weakness and 

strengths and to use what they have as leverage to cultivate leaders within their 

organization. The principals recognize they must foster a learning environment that 

shapes life longer and encourage leaders to become influential and continue to move 

towards the vision.  

Schools’ leadership teams are either gathered together by design or put together 

before the principal steps into that role. Regardless of how the team came to be, it is the 

principal’s role to develop their leaders and to utilize instructors as extra leaders without 

requiring them to leave the classroom (Bambrick-Santoyo, 2018). Principals make time 

for their leaders to plan for opportunities to grow and apply their practices to accomplish 

their goals. To develop leaders, the leaders must cultivate a culture and a climate that 

foster an environment of life-long learners and growth.  

Instructional leadership. Instructional leadership is not about developing 

teachers; it is about fostering an environment conducive to teacher development (Steele 

& Whitaker 2019).” This idea would encourage leaders not to only focus on growing 

leaders but to focus on fostering an environment that allows educators to grow. It is about 

fostering a collaborative culture in which educators can learn from and encourage one 

another. Moreover, it is about instilling a constant emphasis on campus, one that serves 

as a reminder to instructors of why they come to work each day (Steele & Whitaker, 

2019). Lynch (2019) shares three types of instructional leaders—visionary, developer, 

and a rational scholar—with all types being needed to impact different types of school 

environments. Visionaries transform ideas into goals, developers transform ideas to 
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tangible things, and rational scholars transfer ideas to procedure and rules. Lynch writes, 

“Visionaries, developers, and rational scholars working together and properly matched to 

the appropriate responsibility promote an environment that is conducive to learning” (p. 

18). 

Cotton (2003) suggests that principals who serve low socioeconomic schools are 

less likely to be instructional leaders and are most likely manages who will not challenge 

the status quo or develop a shared vision that improves conditions for learning. However, 

Cotton also found the best leadership style for principals leading low socioeconomic 

schools is instructional leadership, as this will help to transform a low-performing school 

into a high-performing school. The research that focuses on educational leadership 

identifies instructional leadership as impactful to student achievement, yet there has not 

been a clear or consistent definition of the term (Marzano et al., 2005). 

Strategic leadership. Whether a school operates effectively or not increases or 

decreases students chances of academic success (Marzano et al., 2005). Strategic 

leadership is strongly linked to the organization’s vision. Strategic leadership is defined 

as the vision and moral purpose of the school and translates them into the desired action 

through planning, implementing systems, and monitoring and making necessary 

adjustments (Marzano et al., 2005). The principal’s vision is an essential part of strategic 

leadership; effective leaders must have a vision for their campus, and it should be 

communicated in a way that secures commitment from all members of the campus. 

Effective communication of the vision requires communication of the campus core values 

and beliefs and expectations; the focus should be given to the institutionalizing of the 

vision if leadership is to be successful. 
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Establishing goals and expectations. Effective principals understand how to set 

goals and expectations on their campus to strengthen student learning outcomes and 

campus success. Developing and implementing campus goals and expectations can 

positively impact student outcomes. Goal setting and expectations are driven by campus 

data and trends, which provide the insight to students’ current academic standing, help 

determine the action steps, and set the direction for their campus. Establishing campus 

goals and expectations can leverage achievement gains and campus success by focusing 

on creating a culture. 

 Creating a school culture that promotes the ongoing improvement of learning and 

teaching for students and staff is the aim of transformational leaders.  The National 

Association of Secondary Principals (NASSP) found the following key attributes were 

consistent among high-performing school leaders: 

1. They ensure school safety and provide for school safety. With the recent 

impact of COVID-19, safety remains a priority on school campuses. Cowan 

and Rossen (2013) reported that effective leaders integrate ongoing positive 

climate and safety efforts with crisis prevention, preparedness, response, and 

recovery to ensure that crisis training and plans (a) are contextually 

appropriate for the school setting, (b) reinforce learning, (c) make the best use 

of available staff resources, (d) facilitate effective threat assessment, and (e) 

are reviewed and practiced consistently. 

2. They plan with data. School administrators must devote time to data analysis 

on a regular basis. It is critical to establish clear and quantifiable goals at all 

levels of the organization, including the school, classroom, and students. 
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Datnow et al. (2007) argued that data-driven schools “had at least one 

designated person who assisted with data management and use” (p. 34). This 

individual might be an instructional coach, a data-savvy teacher, or the 

leadership team as a whole. 

3. They improve instruction through curriculum alignment. Studies show 

that transforming data into usable information regarding student performance 

is one of the most difficult stages in adopting data-driven decision-making 

procedures (Earl & Fullan, 2003; Kowalksi et al., 2008; Moore, 2011; 

Wilhelm, 2011). 

4. They adequately manage resources. Ensuring teachers, students, and staff 

have resources comparable and complementary to assist in meeting the 

campus vision and goals is a partnership on Title I often campuses times due 

to a lack of resources; however, McLaughin and Sheridan (2016) found that 

some principals in leadership overcome the barrier by leveraging their 

partnership with parents. 

5. They engage school and campus communities. Successful school leaders 

recognize the significant impact that long-term change may have on student 

achievement (Fullan, 2011; Reeves, 2006). Effective leaders in Title I schools 

recognize that teachers and administrators must continue to develop 

professionally to fulfill children's needs (Picciano, 2006; Reeves, 2006). 
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Campus programs and processes. Teachers have the strongest impact on 

academic learning; however, the next most important factor that impacts learning is the 

school culture. Within a positive culture, the staff members are focused on making the 

school vision a reality and they will do what it takes to make sure students are served 

with every resource and every classroom offers high quality instruction (Robbins & Alvy, 

2003). The focus for leaders is shape a culture that makes sure all students are 

academically successful and all stakeholders are able to develop in the learning 

environment. Bambrick-Santoyo (2018) discusses a central concept based on school 

culture: If instructional leadership is about equipping staff to achieve, staff culture is 

about ensuring they desire to succeed. The school culture can either be an environment 

for growth or an environment where students are not able to achieve academically. 

Gordon (2017) states: 

Leaders must create a positive culture that energizes and encourages people, 

 fosters connected relationships and great teamwork, empowers and enables people 

 to learn and grow, and provides an opportunity for people to do their best work. 

 (p. 16)  

Leaders who foster a positive culture understand the impact it has on staff and, 

most importantly, the students, which is why effective leaders implement campus 

programs and campus processes. These two elements drive the culture into transforming, 

though the leader is still the main component of the school culture. Waters and Marzano 

(2003) suggest that the way a leader's actions impact student achievement primarily 

depends on the culture and on the instruction that is carried throughout the school. 

Developing a healthy culture is driven by a principal who is able to understand the 
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organization inside and out and who knows what programs and processes are needed to 

positively impact the school culture.  

Every principal develops a vision that not only connects with their beliefs but also 

the stakeholders of the school. In a Title I school, the vision is the heart of the school and 

is at the heart of transformation: When an effective leader implements and articulates the 

vision effectively, they will transform the school. Successful school leaders realize that a 

compelling vision and mission should have meaning for every member of the school 

community along with the extended community it serves (Robbins & Alvy, 2003). Yavuz 

and Robinson (2018) introduced a Comprehensive Leader Evaluation and Support 

System to guide principals to focus on four components that guide leaders to be effective. 

One of the components is a culture and climate that focuses on stakeholders, engagement, 

and ethical practices. Norms and traditions of the organization are structured around the 

culture and the climate, which ultimately affects practices, policies, procedure, and how 

the organizational environment is perceived.  

Principals as Instructional Leaders 

The central goal for principals is making achievement for all students attainable; 

this is possible through providing quality instruction and having clear academic systems 

in place. Effective educational leaders in Title I and secondary schools value 

collaborative leadership and understand it is essential to have an organizational 

environment. Hsieh and Liou (2018)  indicate the relationship between collaborative 

leadership, organizational environment and student success. This study gives a 

description of how leaders shape their environment into fostering a collaborative 

leadership. They point out that collaborative leaders’ behavior needs to be examined, and 
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that leaders who incorporate collaborative leadership improve organizational 

performance. 

Principals collaborate together with teachers to develop high-quality curriculum 

and instruction, which allow teachers to have access to the curriculum and other 

necessary resources (Lynch, 2019). While teachers have access to the curriculum, there is 

a need for principals to monitor the instructional program. The principal manages the 

instructional program, which requires the principal to be actively involved by guiding, 

supervising, and monitoring the curriculum; this is significant to the success of student 

achievement (Lynch, 2019; Schatzer et al., 2014). Robinson et al.’s (2008) research 

indicates that principals in high-performing schools are deeply involved in the process of 

building the curriculum and are able to have conversations that focus on problem solving 

and solutions surrounding the curriculum. 

The impact of leaders on instruction effectively pertains to certain characteristics, 

such as setting a clear vision and direction, cultivating leaders, and transforming the 

environment into an organization that fosters learning throughout the organization 

(Robinson et al., 2008). With these characteristics, Robinson et al. (2008) share five 

dimensions that:  

• establishing goals and expectations; 

• resourcing strategically; 

• planning, coordinating, and evaluating teaching and the curriculum; 

• promoting and participating in teacher learning and development; and 

• ensuring an orderly and supportive environment (Robinson et al., 2008). 
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Expertise in curriculum and instruction. Schools’ leadership teams are either 

gathered together by design or put together before the principal steps into that role. 

However, it is the principal role to develop their leaders and to leverage teachers as 

additional leaders, without leaving the classroom” (Bambrick-Santoyo, 2018). Principals 

make time for their leaders to plan for opportunities to grow and apply their practices to 

accomplish their goals. The expectations that leaders continue to learn and grow is 

modeled by the principal and essential to “build a culture of practice for [their] leaders 

were getting better is the norm, not the exception” (p. 695). To develop leaders, the 

leaders must cultivate a culture and a climate that fosters an environment of life-long 

learners and growth.   

Instructional leadership is not about developing teachers; it is about fostering an 

environment conducive to teacher development (Steele & Whitaker, 2019). This idea 

would encourage leaders not to only focus on growing leaders but to focus on fostering 

an environment that allows educators to grow. It is about creating a culture of 

collaboration where teachers learn from one another and inspire one another...It is about 

providing a consistent focus in the campus—a focus that reminds teachers why they 

come to work each day (Steele & Whitaker, 2019).  

Balanced leadership is essential to being an effective principal. One of the roles 

that must be balanced is being an instructional leader for their school. The position of a 

principal is not just a one-role position, but is a dual role that requires the leader to be an 

administrator and an instructional leader (Wallin & Newton, 2013; Wallin, et al., 2019) 

According to Wallin and Newton (2013), the instructional leader must have these three 



47 

 

components that drive their focus: “(1) their own teaching expertise, (2) the optimum 

daily schedule for administrative tasks, and (3) awareness of school-level needs.  

Teachers are the main source that directly impacts instruction; therefore it is 

necessary for principals to invest in their teachers and develop their teachers to become 

leaders in the classroom. Leaders who shape their environment into an open 

organizational climate have respect between teachers and instructional leaders; they are 

also supportive, listen to teachers, and respect all professionals as they continue to 

support academic achievement (Gulsen & Guilenay, 2014). Leaders who positively 

impact and encourage their teachers affect their teachers’ attitudes towards teaching. 

Teaching in a Title I school can be challenging, so it is important for leaders to make sure 

they provide support for the teachers to develop and be mentally and emotionally 

prepared to lead their classrooms. Abudu and Gbadamosi (2014) demonstrated the 

relationship between teachers’ attitude and students’ academic achievement, finding that 

“the teachers should develop positive relationships with students and stress classroom 

activities which will involve an active teaching learning process and student’s 

participation in the class” (p. 42). 

In order for teachers to develop positive relationships and implement quality 

instruction, it is the instructional leader's responsibility to shape an environment where 

teachers can thrive and foster a learning community for every student to be academically 

successful. Calik et al. (2012) studied the relationship between instructional leadership, 

teachers’ self-efficacy, and collective teacher efficacy. Their findings indicate that 

instructional leaders’ ability to provide an effective teaching and learning environment 



48 

 

has a positive effect on teacher efficacy and the efficacy of groups of teachers who work 

collaboratively. 

According to Stronge et al.’s (2008) research, effective instructional leadership is 

driven by five goals: building and sustaining a school vision, sharing leadership, leading 

a learning community, using data to make instructional decisions and monitoring 

curriculum and instruction. Fostering and supporting a shared vision moves instruction 

into the direction of academic achievement. The vision guides the decision making of the 

principal, administrative team and teachers and develops a direction to continue to focus 

on the needs of the students. Effective leaders work with leaders and build a collaborative 

leadership environment to work towards the school vision. Within these collaborative 

leadership environments, the principal influences teachers and leverage their expertise to 

form teacher leaders. Collaborating in leading and leading in a learning community will 

foster an environment for all to work towards the vision and continue to learn to develop 

their skills and grow as leaders. In monitoring curriculum and instruction, it is important 

for leaders to allow data to drive their decisions when it comes to instruction. The 

effective principal understands what data can do for driving academic achievement and 

how much it takes to develop a data-driven culture. Stronge et al. (2008) argues that, 

because of the high demand of high-stakes testing, leaders will impact their achievement 

by using data to inform staff on the gaps and to develop a plan to close those gaps. 

 Wallin et al. (2019) studied five principals to gain an understanding of their 

instructional leadership practices. The purpose of the research was to provide insight on 

the impact that so-called “teaching principals” have on a campus by enacting five 

dimensions in their leadership practices. Their findings provide insight on the 
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components that teaching principals embed in their daily practices: establishing goals, 

expectations, planning and preparation, evaluating teaching and the curriculum; 

promoting and participating in teacher learning and development. Teaching principals 

understand how to provide resources strategically to impact student achievement and how 

to meet campus needs to ensure an orderly, supportive environment.  

A noteworthy strength of the Wallin et al. (2019) study is that it is organized 

around the five components and provided details of how the teaching principal can apply 

these components in their daily routine. Teaching principals are highly invested in 

planning, coordinating, and evaluating the classroom instruction and curriculum. The 

principals also are advocates that provide resources needed to support students by 

providing social workers, instructional coaches, support teachers, and diversity in 

educational support. 

Professional learning communities. Teachers directly impact academic 

achievement, often by working with and being supported by other instructional leaders in 

a professional learning community (PLC). The vision is guided by comprehensible 

processes that maintain the main goal, which is academic success. Leaders also 

understand the relationship between instructional leadership and teachers’ behaviors and 

perceptions.  

District and school leaders trying to boost student achievement are often 

bombarded with well-intentioned initiatives and assistance that promise quick results. 

Darling-Hammond et al. (2019) argues that choosing appropriate structures, supports, and 

methods to help students learn and enhance the school culture while simultaneously 

cultivating instructors' instructional competence is difficult. Numerous studies have 
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observed that the usage of PLCs facilitates an effective, learning-centered approach that 

may result in increased teaching and learning effectiveness (Stoll et al., 2006). Miller 

(2020) agrees that support from all levels of the educational system is essential for the 

successful implementation and long-term sustainability of PLCs. However, the level of 

support must be a partnership. School and district leaders need to ensure that teachers 

have adequate scheduled time to meet in PLCs; access to the necessary resources, 

technology, and tools to be effective in the classroom; and access to instructional support 

from within the school, from the district, and from external technical assistance groups 

(Texas Education Agency, 2016).  

A study conducted by Southwest Educational Development Laboratory (SEDL) 

found that when school leaders get involved with PLCs, it positively impacts school 

culture. School administrators have the chance to observe and participate in the work 

with teachers in PLCs, according to Tschannen-Moran (2014). Moreover, PLCs offer a 

platform in which leaders can come up with new ideas, reflect on their actions, and 

discuss successful methods for ensuring that PLCs continue to be implemented 

effectively (Moldoveanu & Narayandas, 2021). This builds trust and strengthens the 

team. There is growing evidence of a significant connection between the district and 

school-level relational trust and student performance (Bryk & Schneider, 2002; Harris et 

al., 2013; Tschannen-Moran, 2014). 

Leaders must set an example of trustworthiness and sustain it to create a healthy 

learning community. Tschannen-Moran (2014) suggests fostering trustworthy 

relationships. School leaders must model this behavior and create an environment where 

teachers may be vulnerable with one another and open to participating in professional 
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discussions that cause them to think deeply about their teaching. To successfully cultivate 

the skills and create this type of environment, researchers (Glasheen, 2017; Tschannen-

Moran, 2014) propose the emphasis should be placed on offering non-judgmental 

frameworks and supports to teachers in order to improve their collaborative work and to 

track progress toward the successful implementation of PLCs rather than on imposing 

rules and regulations. A SEDL (2016) study found that teachers feel more confident and 

develop a strong sense of self-efficacy when leaders create the environment for educators 

to support one another's practice PLCs. As a result, teachers begin to take every 

opportunity to influence student learning and make a difference in student performance 

and achievement (Lynch, 2019). 

Providing the opportunity for teachers to share and learn from colleagues' 

successes with instructional practices in PLC meetings was also found among PLC best 

practices for leaders (Lynch, 2019). Teachers find it reassuring to know that they can 

discuss any instructional difficulties with their colleagues and get assistance in resolving 

the concerns. Efficacious professional learning communities (PLCs) improve instructors' 

commitment to working collaboratively with their colleagues and enhancing their 

teaching to suit the requirements of students (SEDL, 2016). This practice strengthens the 

campus culture and allows everyone to become a leader in one way or another, which 

also helps the school principal, students, and teachers. 

Best Practices 

To sustain a positive culture, a principal must nurture the environment with 

programs and processes to make sure every need is met within the organization. 

Processes are led by the principal, but what makes processes effective is making sure 
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they are collaborative with the right stakeholders involved. Hsieh and Liou (2018) 

introduced the study of organizational leadership and the impact of collaborative 

leadership, which is where the principal constructs collaborative leadership that is 

focused on the shared vision. The findings indicate that collaborative leadership 

dimensions of activating resources assistance, framing the work environment, and 

synthesizing collaborative processes are found to affect the organizational performance” 

(p. 99). Collaboration is an essential characteristic that is important to how effective the 

processes will be within the organization.   

Continuous improvement is needed, especially in a school that faces many 

challenges and barriers. “An effective continuous improvement system in a school system 

emphasizes the learner’s experience, stakeholder engagement, and data collection and 

analysis to guide and inform both planning and execution of a school’s improvement 

journey” (Elgart, 2018, p. 55). Tichnor-Wagner et al., (2017) conducted a study that also 

supports continuous improvement, introducing the implementation of PDSA (plan-do-

study-act) in two urban districts to improve high school students' outcome. Their findings 

indicate that this process can be effective if implemented correctly, but that it also can 

bring challenges, especially if the leadership is not trained to effectively implement the 

process. “Principals need to communicate to teachers that supervision and evaluation 

processes are intended to build their capacity to promote student learning” (Robbins & 

Alvy, 2003).  

Campus programs are another practice that promote a positive school culture. 

However, as Steele and Whitaker (2019) share, schools do not thrive because of 

programs; they thrive because of the passionate educators in the building. It is important 
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to implement programs that are needed by the students and are led by teachers who have 

a passion and a positive impact on the students to be a part of the programs. Principals 

must monitor and observe the programs to see how they are making an impact on the 

school culture. It does not matter just what programs are implemented in the school; what 

matters is the adults who are leading them; their presence is what drives success (Steele 

& Whitaker, 2019).  

The principal has a stronger impact on shaping the culture and the stakeholders; 

an effective leader invests and builds connections in their stakeholders to be able to create 

effective programs in the school. Gunn (2019) provides insight on eight leadership traits 

and behaviors that effective leaders display to impact school culture and climate while 

enhancing academic growth and performance of students. The National School Climate 

Center notes, “Empirical research has shown that when school members feel safe, valued, 

cared for, engaged, and respected, learning measurably increases, and staff satisfaction 

and retention are enhanced” (Gunn, 2019, p. 2).  

The literature review provides examples and detailed explanations of the eight 

ways to build an awesome school culture for school leaders and how school leaders can 

implement these practices on their campuses (Morris et al., 2020). The practices and 

examples in the article are sufficiently comprehensive and the significance of the study 

has been well established. The practices are as follows: to live your vision, embrace 

social-emotional learning, communicate well, recognize your staff and students, brand 

your campus, and understand the importance of positive words and actions. These are the 

practices that effective leaders display daily on their campus to students, staff members 

and the community.  
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According to meta-analytic research by Pennsylvania State University and the 

Robert Wood Johnson Foundation research key findings state through a meta-analysis in 

213 studies and over 270,000 students found that students who received social-emotional 

learning programs perform better than students who did not with an eleven percent gain 

on measures of student achievement (Gunn, 2019). It affects the performance and attitude 

of teachers towards spending time improving instruction, being motivated in attending 

staff development, and training to improve their craft. The article provides descriptive 

examples through data and high-performing campus surveys. Gunn (2019) suggests for 

future research for campus leaders to reflect on their practices and to implement the eight 

traits and practices to ensure a thriving campus culture and climate to improve student 

and teacher outcomes. 

Instructional resources. Effective leaders must maximize the utilization of 

available resources. In other words, they must be exceptional managers (Khoshhal & 

Guraya, 2016). Schneider et al. (2014) mention that even though schools are relatively 

small, leadership difficulties and challenges are anything but insignificant and 

straightforward. Researchers found  that when it came to data, effective principals make 

the most of available data and facts. Inquiring meaningfully about the data, sharing it 

with team members, and using it to foster collaborative inquiry among instructors are all 

considered best practices (Portin et al., 2009). In fact, effective leaders look at data as a 

tool for not just identifying issues, but also understanding their nature and causes. 

A successful principal follows six critical stages—or "processes"—while carrying 

out their most critical leadership responsibilities: planning, implementing, supporting, 

advocating, communicating, and monitoring (Porter et al., 2009; Murphy, et al., 2009; & 
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Vanderbilt Assessment of Leadership in Education, 2009) In the Vanderbilt study, the 

researchers report, 

The school leader pressing for high academic standards would, for example, 

map out rigorous targets for improvements in learning in the planning 

phase, get the team on board to do what is necessary to meet those targets 

during the implementation phase, encourage students and  teachers in 

meeting the goals during the support phase, challenge low expectations and 

low district funding for students with special needs by advocating, make 

sure families are aware of the learning goals using effective communication, 

and stay on top of test results through progress monitoring (Vanderbilt 

Assessment of Leadership in Education, 2009, pp. 16-19). 

Krasnoff (2015) notes that progress is not instantaneous. Indeed, a common 

guideline is that a principal should serve a school for about five to seven years in order to 

make a positive effect. 

Campus communication practices. Across disciplines, effective communication 

has been widely recognized as a critical leadership characteristic. According to McEwan 

(2003), communication is the most critical characteristic of highly successful principals. 

Initially, scholars concentrated their efforts on the study and use of communication skills 

in a variety of areas, including business, health, and social services (Aspegren, 1999; 

Goby & Lewis, 2000; Makoul, 2001). However, more research is needed for the field of 

educational leaders (National Association of Secondary School Principals & National 

Association of Elementary School Principals, 2013). 
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Today's public-school principals oversee people, data, and procedures. Cullen et 

al. (2013) argued that principals are responsible for establishing objectives and 

encouraging stakeholders to achieve them. Researchers found mounting administrative 

tasks, additional district demands, and instructional leadership duties impact the quality 

of instruction on campuses. For example, Cullen et al. (2013) confirmed that personnel, 

instructors, and principals all have a major effect on student achievement. 

Today's principals are confronted with enormous workloads that challenge them 

to work at a fast pace that is stressful and demanding. Lunenburg (2010) found that 

elementary school principals work an average of 51 hours per week, while high school 

principals work an average of 53 hours per week. To add to that, principals are being 

asked to take on greater instructional and community leadership duties. Tobin (2014) 

concluded that building principals must possess excellent oral communication skills to 

manage the vast list of requirements. Additionally, Mendels (2012) emphasized the 

significance and necessity of principals focusing on teaching rather than facility 

administration. 

A study of principals’ communication methods revealed similar themes and 

communication practices among principals at high-performing, high-poverty schools. A 

study examined principal communication strategies and uncovered common themes and 

communication behaviors present in high-performing, high-poverty schools. Though 

principals are tasked with greater instructional and community leadership duties, some 

principals in challenging schools are leading effectively. For instance, Tobin (2014) 

reported that school leaders spend between 70% and 80% of their time communicating 

with others, the majority of which is face-to-face, in meetings, and through telephone. 
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Lunenburg and Irby (2008) argued that this job becomes far more challenging when 

added to everyday e-mail communication. 

Professional development and pedagogical opportunities. Principals’ leadership is 

secondary to that of teachers’ instruction when it comes to impacting student achievement. 

Nonetheless, and despite the fact that principals impact on student  achievement is largely indirect, 

they are the ones who can impact achievement, school culture, and cultivate leadership. In order for 

a principal to effectively lead a school to high-performance status, they must implement effective 

practices, especially so to transform Title I secondary campuses. Clear instructional practices and 

academic systems must be in place, and there need to be clear expectations of and plans for these 

practices and systems, all of which must be clearly articulated to the staff. The school culture is the 

heart of the campus and it is the principal's responsibility to not only nurture the culture and climate 

but to also be able to develop, access, analyze, and adjust programs. An effective principal has the 

ability, knowledge, and the relationships to cultivate leaders in an environment that fosters a 

community of learners. 

A Virginia study found effective communication among leadership a key 

component to 55 Virginia schools—or 8% of all Virginia Title I schools—achieving 

Distinguished or Highly Distinguished status. In Virginia, schools are designated as 

Distinguished or Highly Distinguished if they have shown development over a two-year 

period and have exceeded state expectations for standardized test results (Virginia 

Department of Education, 2014). These results indicate that these schools have the 

capacity to thrive despite the obstacles posed by poverty. However, at the time of the 

study, at least 728 of Virginia's primary schools received Title I funds, and 28% (204) of 

the schools were given a warning for two consecutive years for not making adequate 
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yearly progress (AYP) in math and reading. However, progress was made in some of the 

struggling schools because leadership communication was analyzed and approached 

differently. 

Donnelly (2012) conducted significant research showing that the connection 

between high-performing schools and communication is important. This study analyzed 

and studied Distinguished Title I schools in Montana and the inherent principal 

leadership characteristics in those schools. The schools were of equal demographics and 

population characteristics, and the connections were strong. Donnelly's (2012) four-year 

study discovered that principal leadership behaviors categorized as transformational, 

combined with relational trust, contributed to high student achievement in the schools 

studied. Communication is a natural part of the process that highly impacts the outcome 

and must be addressed. 

Communication was an essential skill found as a characteristic in transformational 

leaders. Transformational leadership has also been defined by a leaders’ capacity to 

openly communicate effectively (Bass, 1990; Bass & Riggio, 2006). Further, Donnelly 

(2012) found that these effective Title I schools had well-organized professional learning 

communities (PLCs), collective efficacy among staff, and open, two-way communication 

channels between school leaders and teachers. Conversely, consequences were found 

when leaders communicated inconsistently and ineffectively. Lack of communication 

between leaders and followers leads to a loss of teamwork and cooperation, as 

documented in a great deal of leadership research (Linke & Zerfass, 2010; Marzano et al., 

2005; Mitgang & Gill, 2012; Newton, 2015; Rosenthal, 2003; Teschke, 1996; Trail, 

2000). In contrast, research has found that when high levels of effective communication 
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are present in leadership development, student performance on standardized tests is 

greater than the national average (Tyler, 2016). 

Providing effective instructional resources. Marzano et al. (2005) shares four 

characteristics of an instructional coach: resource provider, instructional resource, communicator, 

and visible presence. Principals must be able to provide resources and supplies for all staff to 

implement curricula effectively. Additionally, they must have knowledge of curriculum, instruction, 

and assessments, must be effective communicators, and must be visible and available to all 

stakeholders. These are important and necessary characteristics for principals to develop a learning 

environment for all learners.  

Parental engagement and campus culture. Effective leaders recognize that 

schools and families have a shared objective of high academic achievement for all 

children. The importance of parental involvement in positively influencing student 

performance cannot be overstated. Educating students involves educating and including 

their parents. Henderson and Mapp (2002) found that “when families of all backgrounds 

are engaged in their children’s learning, their children tend to do better in school and stay 

in school longer” (p. 73). Moreover, school administrators are being urged to establish an 

inclusive school culture in their institutions. Integrating culture opens the door to build 

relationships and create partnerships with parents. Bhamani et al. (2020) expressed that 

the onus for educating children is a collective endeavor involving parents, school 

officials, and community members, especially in the midst of the stresses and pressures 

of COVID-19. 

Schools that promote and support parents' participation in school improvement 

choices, such as helping in implementing and monitoring reform initiatives, demonstrate 
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their commitment to parental engagement and leadership (Maier et al., 2017). However, 

in many cases, the hectic schedule and demands of school leaders have prevented many 

leaders from fully participating and connecting with parents (Benner  & Quirk, 2020). To 

connect with parents, Mapp (2016) suggested maximizing the potential for increased 

parental participation. School leaders may want to consider creating a belief statement 

and parent involvement policy that recognize and embrace the following beliefs: 

• Meaningful parent engagement contributes to improved student learning 

outcomes; 

• Excellent student learning outcomes, effective parent/educator 

communication, collaboration, and cooperation are essential; 

• It is in the best interests of schools to increase parent involvement, as 

parent engagement enables administrators and teachers to focus on their 

primary objective: educating students; and 

• Intentional planning and careful thought during implementation are 

required to establish and sustain meaningful parent participation. 

An effective leader understands the impact and importance of community 

partnerships. Sergiovanni (2005) argues that comparable values, ideas, and cultural 

norms exist in social groups such as schools. These values are key to creating a positive 

environment and implementing change. According to Kotter (2008), leaders often emerge 

to expedite and promote change with a feeling of urgency, so having proper support in 

place in advance through positive relationships is more effective. The school community 

fosters a culture of trust between teachers, students, and administrators, which fosters 

community development. 
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Cultivating relational trust within the school community can be a school leaders' 

most significant investment. A study conducted by Sergiovanni (2005) found that when 

loyalty and commitment affect the design of a learning environment, relational trust 

becomes a component of the school's growth. The school, similar to a community, needs 

dedication, trust, and attention. The awareness and knowledge of leaders about the school 

community foster connections and peace (Ditkowsky, 2020). However, Modoono (2017) 

expresses that building relationships of this degree happen over time, and trust is not 

easily extended to school leaders in most cases. Thus, the school community becomes a 

center where knowledge, skills, ability, and leadership coexist to ensure academic 

excellence. Boyd (2012) suggested that school leaders must act as caretakers, teachers 

and students, workers, managers, role models, and instructors in order to foster a healthy 

school community. 

The English Language Learner (ELL) population is also an essential part of Title I 

schools, which is why leadership must develop a relationship with all parents, students, 

and teachers. Theoharis and O'Toole (2011) argue that strong leadership is one of the 

most important characteristics of successful schools for ELL students. Shier (2017) found 

that numerous schools want to demonstrate to parents and families the significance of 

their home's cultural values and customs, but few tools are available to do so. To address 

this issue, principals have been tasked with creating a culture of equity and inclusive 

practices for all students and their families. Theoharis and O'Toole (2011) purport that, in 

the past, the vision was typically based on the sole perspective of the leader's belief, 

which can limit the vision for the school. However, to positively impact children's 
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learning, school leadership needs collaboration between instructors, parents, students, 

administrators, and community members. 

 Principal expectations are important for ELL students' success because they 

influence the level of support given to engage and empower parents (Aronson & Diaz, 

2015). Consequently, researchers note that school leaders' actions and attitudes do affect 

the school community and student performance (Grissom et al., 2021). However, 

effective school leaders understand this at a deeper level than most. Effective principals 

and school administrators set the tone for supporting and assisting parents by meeting 

their physical and psychological needs, and this includes gaining an awareness of their 

culture. In fact, Theoharis and O’Toole (2011) found that successful administrators are 

aware of these needs and put an emphasis on establishing relationships with ELL families 

and integrating them into the school. 

Summary 

Few studies describe the characteristics of effective leadership. However, it is 

critical to understand these details in order to assist in the development of effective 

leaders. To address the needs of today's learners, this study seeks to serve as a model for 

high school principals leading Title I populations, campus leaders, and district leaders 

interested in leveraging transformational leadership style characteristics and best 

practices to improve their campus.  
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CHAPTER III 

METHODOLOGY 

Purpose 

The purpose of this qualitative comparative study was to identify the leadership 

style, characteristics, and practices of effective principals leading high-performing Title I 

secondary campuses. Burgess (2016) explained effective leadership as those who 

carefully integrate practice and theory—experience and new knowledge—over time in a 

spiral of continual learning. This chapter is organized into four sections: (a) selection of 

participants, (b) instrumentation, (c) data collection, and (d) data analysis (Lunenburg & 

Irby, 2008).  

In this study, qualitative comparative study design was used to identify the 

leadership style, characteristics, and practices of effective principals leading high-

performing Title I secondary campuses. Qualitative data were collected using interview 

sessions with the participants, and qualitative data were collected using interview 

questions using the Transformational Leadership Theory and Framework. The research 

questions that guided this study are: 

1. What professional learning communities (PLC) practices do effective 

principals implement to develop high performing Title I secondary schools?  

2. How do principals of high-performing Title I secondary schools describe their 

own leadership styles?  

3. How do effective principals monitor and improve campus programs and 

positively influence school culture?  
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Context and Setting 

The selected school district has 79 schools with a total enrollment of 67,259 

students in grades PK - 12. Minority enrollment in the district is 100%. Additionally, 

65.7% of students are a part of the economically disadvantaged population. The student 

population is composed of 22.1% Black students, 2.2% White students, 1% Asian or 

Asian/Pacific Islander students, 73.5% Hispanic/Latino students, 0.3%  American Indian 

or Alaska Native students, and 0.2% Native Hawaiian or other Pacific Islander students. 

Additionally, less than one percent of the student population identify as having two or 

more races (Public School Review, n.d.).  

Most teachers in the district are certified and have some experience.  Ninety-three 

percent of teachers in the district are credentialed, and 80% have three or more years of 

experience. In 2019, 82.2 % of secondary school students earned their diplomas on time 

or earlier (Public School Review, n.d.).  

For students in grades 9-12, the dropout rate was 4% during the 2018-2019 

academic year. The district currently has an accountability rating of B for the previous 

school year (Murphy et al., 2019). The state waived accountability ratings for the 2019-

2020 school year due to the coronavirus pandemic (Murphy et al., 2019).  

Participants 

The focus of this qualitative method study was to analyze leadership techniques 

used by school principals leading successful Title I campuses in the school district in 

south Texas. The purposive (Gall et al., 1996) sample of three secondary Title I campus 

principals identified in the district in south Texas were be used as data for this study. The 

three campus principals serve the same range of grades and the campuses principals have 
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served at their campuses through most of the improvement process on their respective 

campuses. In order to capture a rich description of the work of effective principalship, 

leadership style, characteristics, and their campus practices the particular criteria for 

selecting the participants were: (a) responsible for showing academic growth in a Title I 

secondary campus and (b) have at least four years’ experience in the role of principalship.  

The identified principals were contacted by email and invited to participate in the study 

and asked to complete a consent form.  All principal participants were invited to 

participate in an interview.   

The researcher analyzed and discussed campus data such as student attendance, 

programs, and initiatives that influence student success to determine themes and patterns 

of each principal.  The interview session discussion allowed each participant an 

opportunity to expound on their practices in the interview session. 

Instrumentation 

In reviewing the literature comparing and identifying assessments currently being 

used to measure and identify the habits and practices of effective transformational 

leaders, the researcher identified the Survey of Transformational Leadership (STL). The 

Survey of Transformational Leadership (STL) was designed by Clark, D. R. (2011) as a 

comprehensive evaluation tool that incorporates conceptualization and measures methods 

for transformational practices. Moreover, the STL examines four core components, 

conceptualized as transformational domains (i.e., idealized influence, intellectual 

stimulation, inspirational motivation, and individualized consideration; Clark, 2011). By 

examining individual leader practices, we may identify conceptual themes within each of 

these four fundamental components. For example, idealized influence encompasses 
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elements such as character, prudent risk-taking, ethical thinking, and leader idealization 

questions were used as open-ended questions for interview sessions (see Appendix A.  

Reliability and Validity 

Two field studies were conducted to establish the STL's validity and reliability: 

(1) a qualitative appraisal (i.e., focus groups) a refine instrument, and (2) a quantitative 

evaluation to examine the psychometric properties of the instrument both as individual 

components (i.e., first-order factors) and as a global measure of transformational 

leadership (i.e., second-order factor; Edwards et al., 2010). Participation in the study 

conducted by Edwards et al. (2010) experiments were entirely voluntary, and the 

Institutional Review Board of the university authorized the research protocols. 

Data Collection 

The researcher obtained administrative permission to conduct this qualitative 

method study at the selected schools and the selected school district. In addition to this 

approval, the approval to conduct research was obtained from the Institutional Review 

Board at Houston Baptist University. Ethical considerations for this qualitative method 

research study included concealing the identities of the participants and obtaining their 

permission. The qualitative data was collected using interview questions designed from 

the Survey of Transformational Leadership designed by Clark (2011). The interview 

questions were included in a consent form to ensure that each participant is aware of the 

expectations prior to responding to the questions. Data were collected through open-

ended questions during interview session discussions.  

The interview sessions were be administered using the Zoom platform with 

instructions to ensure that each participant knows the expectations prior to responding to 
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the questions. To ensure their confidentiality, participants were be allocated participant 

numbers. The interviews were be recorded and responses were be transcribed by the 

researcher.  The participants were told that their responses are kept for a minimum of 

seven years after completion of this research project and will remain confidential. The 

university’s policy requires all research data be stored for a minimum of seven years; 

however, the researcher may need to store the data longer depending on other agreements 

or laws. Three copies of the data will remain safe and secured on at least two types of 

storage media. One of the copies is being kept offsite in a password protected digital file; 

the others was turned into the Center for Research and Doctoral Studies (CRDS) at 

Houston Baptist University where it will be kept for a minimum of seven years.  

Researcher Bias 

Heath (1997) discovered that researchers must be transparent about their biases in 

order for stakeholders to have the ability to consider in on all of the evidence supplied. In 

qualitative research, researcher bias is a significant factor; so, the researcher employed 

reflexivity to mitigate prejudice. The researcher engaged in self-reflection of their 

personal biases and predispositions through the use of reflexivity (Milinki, 1999).  

Researchers must be transparent about their biases in order for stakeholders to be 

given the opportunity to express their opinions on all of the evidence that is presented 

(Heath, 1997).  Researcher bias is a very important factor in qualitative research; 

therefore, the researcher used reflexivity to minimize the bias.  With the use of 

reflexivity, I performed a self-reflection on my personal partialities and biases (Milinki, 

1999).  The researcher was an assistant principal in the school district in the greater 

Houston area where the research took place. As a result, the researcher did not introduce 
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my own sentiments about my own personal experiences into the answers of the 

participants over the course of the discussion. It is important to document the 

participants’ responses verbatim.  In order to evaluate the qualitative data, the researcher 

read the responses of the participants, which offered insight into their perspectives of the 

situation. To assess the situation, the researcher put aside personal prejudices and remain 

open-minded when gathering data for the study.    

 Data Analysis 

Participants’ responses to the interview questions and semi-structured interview 

questions were analyzed to address the four research questions to identify the leadership 

style, characteristics, and practices of three effective principals leading high-performing 

Title I secondary campuses. The oral and written open-ended responses to the interview 

questions were typed using a Microsoft Office Word document.  

During the data analysis, member checking provisions were in place. Lincoln and 

Guba (1985) described member checking as an essential process that allows the 

researcher to solicit participant perspectives on the accuracy of the interpretation. This 

ensures the interpretation is accurate and truthful. Moreover, Creswell (2014) confirms 

the need for an intercoder agreement. This interrater reliability reviews and analyzes the 

themes and transcripts of the qualitative data and confirms the accuracy. Therefore, the 

researcher analyzed the participants’ qualitative results to explore the four research 

questions that focused on identifying the leadership style, characteristics, and practices of 

three effective principals leading high-performing Title I secondary campuses. 



69 

 

Summary 

This chapter presented the specific methodology for this study. The participants 

were purposefully selected based on the success of the principals as the principal of a 

Title I secondary school. The instrumentation section of this chapter describes the 

interview questions. Data collection and analysis procedures discussed the means of 

collection. Responses were obtained in the interview session using open-ended questions. 

The findings are presented in Chapter IV. 
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CHAPTER IV 

Findings  

Introduction 

The purpose of this comparative qualitative study design was to compare the 

leadership styles, characteristics, and practices between three effective principals leading 

high-performing Title I secondary campuses. Through semi-structured interviews, data 

was collected from secondary principals at high-performing schools. Study participants 

were asked to describe their leadership styles, characteristics, and practices. 

This chapter summarizes the data collection process and analysis of semi-structured 

interviews conducted with three secondary principals at Title I schools. The data on 

transformational leadership and Title I campuses were analyzed in detail to determine the 

themes that emerged. Statements and comments from the campus principals that reflect 

each theme are represented in tables. 

Summary of the Data Collection Process 

Before developing a list of themes and categories, all recorded interview 

transcriptions were reviewed several times and verified by each participant. Throughout 

the process, several themes emerged. Next, the responses were categorized according to 

the research question. The researcher examined each research question and response, 

gathered data, and compiled a master list of codes and categories. Organizing the data 

allowed the researcher to identify additional reoccurring themes and patterns easily. 

Finally, the researcher assessed all transcripts to confirm that the conclusions and major 

themes were compatible with the data. A literature review was conducted to identify 

whether or not the findings were supported by the literature (Nowell et al., 2017). 
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The following research questions were used to explore this phenomenon:  

1. What professional learning community (PLC) practices do effective 

principals implement to develop high-performing Title I secondary schools?  

2. How do principals of high-performing Title I secondary schools describe 

their own leadership styles?  

3. How do effective principals monitor and improve campus programs and 

positively influence school culture?  

4. How do principals of high-performing Title I schools influence instructional 

practices and impact student achievement?  

Principal Profiles 

This chapter includes participant profiles to better understand the participants’ 

experiences as educators, principals, and education leaders. The participant’s years of 

experience and background in education as an educator and leaders are also included. 

Pseudonyms were assigned to protect the participants ‘identities and their schools.’  

Principal 1: Future Generations High School 

Principal 1 has experience as a middle school assistant principal for three years, a 

principal in high school ninth-grade campus, and at the time of the study, he is the 

principal of "Future Generations High School." Principal 1 has been nominated 

“Principal of the Year” twice and named “Principal of the Year” both times. 
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Principal 2: Grace High School 

Principal 2 has experience as a skills specialist for the ninth grade and an 

administrator as the Magnet Coordinator at an all-female and STEM-based college prep 

campus. The campus served grades six through 12th-grade girls. She has held the 

position as the assistant principal dean at a middle school for three years and is currently 

the principal at Grace High School. 

Principal 2 has been nominated for "Principal of the Year" and named "Principal 

of the Year" for her leadership skills and achievements in Title I schools. 

Principal 3: North Star Middle School 

Principal 3 has been in education for 14 years leading middle and high school. 

She has experience as the Director of Curriculum and Instruction. At the time of the 

study, she is the principal of a middle school, a sixth through eighth-grade Title I campus. 

She was voted and nominated the “Rookie Principal of the Year” in 2021. 

The participants of this comparative qualitative study included three high-

performing secondary principals leading Title I schools. The qualitative data was collected 

using interview questions designed from the Survey of Transformational Leadership 

designed by Clark (2019). Data were collected through open-ended questions during 

interview session discussions. The six interview questions used to guide the interviews 

were the following: 

1.1.  How impactful and intentional is your campus' improvement plan, and how 

 did you monitor the progression of your campus improvement plan? 
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2.1.  How do you and your leadership team build a positive campus culture and 

 climate? 

3.1.  In what ways do you empower teachers to be leaders and role models for 

 students? 

4.1.  How do you ensure that each staff and faculty member understand their role 

 in student and campus success, and what steps did you take to recognize individual 

 contributions, efforts, and accomplishments campus-wide? 

5.1. What academic systems and processes did Practices Intentional and 

 Purposeful (PLC you implement to assist teachers to improve their instructional 

 practices, and what types of targeted professional development would you seek 

 out for faculty? 

6.1.  What did you implement at this campus to continue success? 

 As previously noted in Chapter 3, transferability in qualitative research refers to 

 how the findings can be generalized or applied to different contexts or settings 

 (Erlandson et al., 1993; Guba & Lincoln, 1989). It is critical to emphasize that 

 those who choose to transfer their context determine the transfer's feasibility 

 (Korstjens & Moser, 2017). 

Participant Survey Results 

The Transformational Leadership Survey (TLS) measured six aspects of 

leadership skills: charisma, social, vision, transactional, delegating, and execution skills. 

The highest score participants could receive in each factor was 12 and 72. The lowest 

possible overall score is 18. All three participants' highest score was Charisma.  
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Charisma was defined as a role model that shows true dedication, trust, and 

respect to others who do the same to you. Principal 1 scored 11, Principal 2 scored 10, 

and Principal 3 scored 12 in Charisma.  

A leader with Vision provides challenging visions and helps people understand 

them so that they are motivated to join in. Vision was the second highest factor for two 

out of the three (67%) participants interviewed. Principal 1 scored 11, Principal 2 scored 

8, and Principal 3 scored 11 in Vision.  

Social is also measured. Social is helping others to learn by coaching and 

mentoring them. It is a leader who creates challenging environments to help their team 

reach their full potential. When others have difficulties, they are not afraid to empathize 

with them and help guide them. In Social, Principal 1 scored 11, Principal 2 scored 10, 

and Principal 3 scored 11 in Social out of 12. 

Transactional leaders ensure others understand what is expected from them by 

using mutual agreements. In addition, Transactional leaders ensure that if poor 

performance does occur, action is taken to ensure it does not affect the morale of the 

team. Principal 1 scored 10, Principal 2 scored 8 out of 12, and Principal 3 scored 10 out 

of 12.  

Delegation measures one who delegates both the task and the authority to get 

things accomplished. Principal 1 scored 7, Principal 2 scored 6, and Principal 3 scored 7 

out of 12 in the area of Delegation.  

Execution, on the other hand, is a person who delegates as many tasks as possible 

with authority to accomplish them, as a good steward of the organization's resources, but 
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does follow-up to ensure things are going as planned. Principal 1 scored 9.5, Principal 2 

scored 8, and Principal 3 scored 12 out of 12.  

Findings for Research Question One (RQ1) 

Theme 1:Relevant professional developments and Focused PLCs 

Responses that aligned with research question one, "What professional learning 

community (PLC) practices do effective principals implement to develop high-performing 

Title I secondary schools?" revealed that high-performing principals on Title I secondary 

campuses usually make decisions that will impact their professional learning 

communities intentional, thoughtfully, and with a purpose. The three subthemes that 

emerged from the participants' responses for (RQ1) during the interview were:  

• Relevant professional development 

• Analyze student data and needs 

• Create a student achievement plan 

Relevant professional development 

All three of the participants interviewed reported using a professional 

development approach that was planned and based on a need, not a “one size fits all.” 

Principal 1 stated: 

So first of all, it's truly about having staff development programs, and make sure 

 your staff development program is centered around what is truly needed by a 

 teacher. So what do I mean by that? Well, what a first-year teacher may need may 

 not fit what a fifth-year teacher would need. So, have intentional staff 

 development for staff. For example, we have a new teacher mentoring 

 program, and we have a new teacher coordinator and she or he will organize, 
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 opportunities that is [sic] truly centered for a new teacher or a novice teacher, but 

 also for those returning teachers that would need targeted types of staff 

 development that's going to impact the campus wide vision, mission, and anchor 

 goals. But also include your department vision, mission and anchor goals.   

We make sure that every department has a vision for their department that is 

 aligned to the campus vision, and district vision, mission and anchor goals. So, 

 staff development affects a department vision, mission, and anchor goals. Truly 

 making sure it's going to meet the needs of the population that we're serving.  

Growth was mentioned and it is a process; however, one process in particular added great 

value in the professional developmental area on Principal 1 campus. The practice shared 

is responsible for moving the campus to academic success and helping students make 

great gains. However, bringing outside resources such as professional development 

training companies on campus to provide support for teachers, staff, and the 

administrative team helped Principal 1 develop a professional development approach that 

would meet the needs of all everyone on the campus. The payoff and return on the 

investment can be found in many of the campus practices used today on the campus. 

Principal 1 shared: 

You know, we have a large ESL or emergent bilinguals population. And we're 

 making sure that we are serving that population because we're 92% of that 

 population. But we are making sure that we are also serving the needs of students 

 who are economically disadvantaged. So again, having staff developments based 

 upon what is truly needed for the organization and be very targeted about which 

 staff members will attend certain staff development opportunities. There are 
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 certain staff developments, the entire staff are targeted and must attend and 

 others are different groups of staff members. So intentional staff development 

 groups, but also the entire campus. Additionally, I stressed the importance of 

 backwards planning, integrating checkpoints to assess student’s understanding, 

 assigning “worthy work” and work aligned to the overall goal, and administering 

 common assessments. (see Figure 5) 
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Figure 5 

Principal 1 Professional Development Focus and Strategy 

 

Note. Blanson, D. (2022). Participant #1 response for RQ1 of the study: What 

professional learning community (PLC) practices do effective principals  implement to 

develop high-performing Title I secondary schools?  

 

Principal 2 shared her leadership process and campus practices. In response to RQ1, the 

theme purposeful professional development emerged,  

Principal 2 shared: 

 So, I would say, professional development wise, one of the key focuses has been 

 student ownership of the work in the classroom. But then also speaking for 

 understanding and addressing misconceptions. Those I think, are the two big 

 pieces for professional development for the teachers on my campus. In ELA and 

 math, there are new curriculum adoptions.  

 The teachers are essentially learning them and trying to teach them at the same 

 time. So  making sure that they've done their due diligence and internalizing the 
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 lessons because really student ownership, checking for understanding, and 

 identifying misconceptions are essential to student success. Now, if the planning 

 process is as seamless as it needs to be, those things will take care of itself and the 

 execution. So those are the pieces that I think have been a big focus of ours and 

 campus trend wise.  

 What we're seeing the quality of questions to check for understanding, you know, 

 what is that exemplar that you have in mind that you want to see from students, 

 and then anticipating those misconceptions? So those I think, are the biggest 

 professional developments trends and needs that we had [sic]. (see Figure 6) 

Figure 6 

Principal 2 Professional Development Focus and Strategy 

 

Note. Blanson, D. (2022). Participant #2 response for RQ1 of the study: What professional 

learning community (PLC) practices do effective principals implement to develop high-

performing Title I secondary schools?  
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Analyze student data and needs 

The participants described their leadership practices when developing their 

professional learning communities. Analyzing student data and student needs was a 

critical component for all three participants; however, Principal 3 discovered that the 

strategy needed for her campus would involve socio-emotional resources in addition to 

academic resources.  

Principal 3 stated: 

So looking at our data when I first came onto the campus, and seeing where we 

 were, some areas of opportunities for our campus was very important for me. So I 

 took time to assess our needs here on our campus looking at student achievement 

 data. But something that I was very intentional about was looking at our student 

 discipline data. And so something that is woven, I guess, through all of the 

 improvement work that we're doing is addressing the inequities with our students 

 here as far as how we do discipline. So what we've noticed is that our African 

 American females, and Hispanic males are disproportionately represented in out-

 of-school Suspension (OSS) and in-school-suspensions (ISS).  

They're infractions that typically may not always warrant out of class time or 

 classroom removal. The practices here have been to give students those 

 consequences and that has directly affected their student achievement in reading 

 and math. So that is the problem of practice that we're focusing on. You would  

 see that addressed in all five of our large goals in our campus improvement plan.  

 We’re making sure that we are addressing the whole child socio-emotional 

 learning, and making sure that we are closing the loop and students are returning 
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 back to class, despite maybe having some discipline issues or some trauma that 

 they experienced. 

Participants’ responses to Interview Question 1.1 “How impactful and intentional is your 

campus' improvement plan, and how did you monitor the progression of your campus 

improvement plan?” also revealed that data analysis is a key component and effective 

practice. Principal 1 shared the steps involved in monitoring his campus improvement 

plan, which helps analyze data and students’ needs. Principal 1 stated: 

 Developing a campus improvement plan that's solely going to work for the 

 stakeholders and the scholars is key. First of all, I think how can all stakeholders 

 play a role? So the first place that I start with is key leaders on campus, which is 

 assistant principals that I call my administrative team and my other leaders that 

 are called my leadership team members. We always do something called a 

 SWOT Analysis What are the strengths? What are our weaknesses? What are 

 opportunities and what are the threats? 

 The SWOT analysis is what guides the data, the data that we have obtained  

 throughout our time working together. We develop that SWOT analyses with 

 those key leaders, but also those key leaders are working with people. Every 

 respective department develops an analysis for their department. For example, 

 every assistant principal, given my particular case on a campus is that they have a 

 link to a core department or a link to a subject area department, or it can be band, 

 CTE, or  fine arts. Again, what guides this is this SWOT analyses and data that 

 they've obtained. After we've analyzed the SWOT analysis, we'll have an analysis  

 department meeting, and we look at the overall data for the campus.  We’ll 
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 identify what is causing those problems that allowed us not to continue to be able 

 to meet the needs of students. These are called problem statements. 

 And from those problem statements, we developed a strategy that will allow us to 

 meet the needs of what should be improved.  

Create a student achievement plan 

Participants described how their team creates student achievement plans to 

accomplish the campus improvement plan goals.  

Principal 1 stated: 

The structure that I have for the campus and building future leaders is connect to 

 my team. I have my key administrator, who is my key leader on campus and they 

 all have their role in developing the vision, the mission and the anchor goal. They 

 are also responsible for creating this vision, mission, and anchor goal with others. 

 So it's all about how things are articulated by me to the people that I’m leading 

 directly, my administrators and instructional leaders. 

What is the vision, the mission, and anchor goals? When it comes to students, to 

 parents, it's all about those moments when I am able to verbally articulate, but  

 also about all of my members of about learning community. They must be aware  

 of what is expected, what is needed for the campus to continue to grow and  

 prosper. So the campus improvement plan is shared with all stakeholders. I make  

 sure that administrators and instructional leaders are articulating it also, verbally, 

 and getting feedback from parents and survey feedback for students to survey 

 feedback from all staff members, or the survey. 
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In response to the Interview Question 1.1, which addressed how the participants 

create student achievement plans to accomplish the campus improvement plan goals  

Principal 2 shared: 

 One of the things that we do is make sure everybody understands their role in 

 student achievement, because everybody plays a role - the custodial staff, 

 cafeteria staff , everyone on campus. And so, a lot of that is rooted in the campus 

 improvement plan because of our teachers, our faculty and staff.  

 Parents and community are also contributors to the campus improvement plan 

 because that's a way for people to know and understand the need of the campus 

 and the human capital that's needed to meet those needs. So, we try to make sure 

 that we have monthly grade level meetings and that my assistant principals and I 

 talk about the campus improvement related items. We talk about student 

 achievement, which includes where we are, where we would like to be, next steps,  

 and action planning.  

In sum, high-performing leaders make leadership decisions based on the students' needs 

and their learning community's needs and include key team members and their campus' 

community. 

Findings for Research Question Two (RQ2) 

Theme 2: Visionaries and Action-Oriented  

Analysis of the interviews for research question 2 (RQ2), “How do principals of 

high-performing Title I secondary schools describe their leadership styles?” indicated 

high-performing, effective principals at Title I secondary campuses are visionaries and 

action-oriented leaders. The subthemes that emerged as a result of the participant responses 
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on the Transformational Leadership Survey (Clark, 2019) and the participant responses to 

the interview questions were: 

• Articulate shared-vision clearly 

• Be reliable, personable, and follow-through 

• Provide leadership opportunities for others 

Articulate shared-vision clearly 

The transformational survey measured six aspects of leadership skills: Charisma, 

Social, Vision, Transactional, Delegating, and Execution skills. Vision was the second 

highest factor for two out of the three (67%) participants interviewed. The following 

questions were used to measure participants strengths and weakness in vision on the 

Transformational Leadership Survey (Clark, 2019): 

• I help students to understand my visions through the use of tools, such as 

images, stories, and models.  

• I use simple words, images, and symbols to convey to students what we 

should or could be doing.  

• I help others with new ways of looking at new and complex ideas or 

concepts.  

Principal 1 scored a total of 11 points, Principal 2 scored 8 points, and Principal 

3 scored 11 points as well on the survey on the vision factor. Clark (2019) maintains that 

transformational leaders set high personal standards and invite others in conjunction with 

the instrument's origin. These leaders assist followers in comprehending their standards 

so that they are inspired to join them. 
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The TLS provides insight as to the factors leaders use most while leading. The 

highest score participants could receive in each factor was 12 out of the highest possible 

score overall score of 72. The lowest possible overall score is 18 out of 72. Typically, a 

score around 54 or higher indicates leaders are well on their way to becoming 

transformational leaders. However, Clark (2011) suggested if a leader’s score is less than 

50, leaders should reflect and take action. 

Table 3 

Strengths and Weakness for Transformational Leadership Factors 

 

 

Factors  

 

Principal 1         

Score 

 

 

Principal 2 

    Score 

 

Principal 3 

       Score 

Charisma                 11 10 12 

Social 11 10 11 

Vision 11 08 11 

Transactional  10 08 10 

Delegation 07 06 07 

Execution 

 

Total 

9.5 

 

59.5 

08 

 

50 

12 

 

63 

Note. Blanson, D. (2022). Participant Survey Results from the Transformational 

Leadership Survey by Clark, D. R. (2011).  

 

The origin of campus improvement and student achievement inevitably stems from 

not only the vision of the leader but, more importantly, their ability to articulate their vision 

to others. Participants reported the need to clearly share their vision using multiple 

mediums such as technology and their team members. High-performing leaders understand 

the impact of effective communication and use their team to communicate impactfully 

using various modalities.  
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Principal 1 shared:  

When I first became a senior high school principal, I always made sure people 

 know you're working with me you're not working for me, and that they clearly 

 understand the vision. I feel like they were doing great things before I became the 

 principal of the school. But I don't know that they truly knew the vision of the 

 district -what it was, what it was aiming for, and also the campus.  

So first of all, back to the structure that I have for the campus and building future 

 leaders also. I have my key administrator who is my key leader on campus and they 

 all have their role in developing the vision, the mission and the anchor goal. They 

 are also responsible for creating this vision, mission, and anchor goal with others. 

 So it's all about how things are articulated by me to the people that I’m leading 

 directly, my administrators and instructional leaders. 

What is the vision, the mission, and anchor goals?  

Principal 3 stated: 

 Something that we were very intentional about was our visioning for our campus. 

 So, looking at our vision and mission statement thing is truly a call to action. Is it 

 a North Star that we can actually achieve and looking at everyone's role in the 

 work of achieving that vision and mission?  Launching it with our staff, our 

 students, and even as far down as our custodians and paraprofessionals to make 

 sure everybody understood their profile and their work towards reaching that 

 North Star, which is our vision for our campus. 
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Be reliable, approachable, and follow-through 

Responses from participants for Interview Question 2.1 “How do you and your 

leadership team build a positive campus culture and climate?” indicating being reliable, 

personable professionally, and following through are effective practices. Two out of three 

participants (67%) reported being a reliable leader. Effective leaders should be transparent 

with their followers and be held accountable to faculty, staff, students and stakeholders. 

Principal 1 stated:  

 So first of all, it starts with me. There’s a saying that “The campus takes on the 

 personality of their leader.”  So one thing I do from day to day is making sure 

 every individual knows why I’m leading the campus I’m leading. Because it is to 

 impact this current generation and a generation I’ll never see. I will make sure 

 that the students know that I have their best interests at heart at all times. So, the 

 people that I'm working with [sic] I make sure that they truly understand that as 

 well.  

 My number one priority is student learning. The culture is about the learning of  

 students. But I must build those appropriate, professional relationships, and also  

 allow them to know that they're valued, respected, and validated that all 

 stakeholders so just making sure that I'm expressing why we're doing what we're 

 doing. Student learning, impacting this generation and generations we will never  

 see by making sure they understand that it is my job to grow them, and allow  

 them to see that their potential is greater than what they see at the moment. I 

 want to make sure they understand that I'm building future leaders. So that they  

 can impact future generations also. So in this district, I make sure I express to 
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 them why we are there, which is for student learning, but also letting them know 

 that is my job to grow and develop their capacity to do what's right for the 

 organization. 

 I made sure that we had a structure that we all knew that we could follow, and 

 making sure that the staff knew that they had a person that they could rely on. 

 That's going to be with them every step of the way to carry out this vision. So 

 again, clearly identify the vision, having those systems and processes, those 

 structures that was aligned to that vision, mission and anchor goals. 

Principal 2 shared:  

 I think it starts with how we facilitate meetings within our own group as an  

 administrative leadership team, making sure that we have a safe space, to share 

 things, to hold each other accountable, to bounce off ideas. And also I try to make 

 sure that if I'm wrong, I'm wrong, I'm just gonna [sic] say I'm wrong. If I don't 

 have an answer, I don't have an answer, I'm not gonna [sic] try to fluff or give you 

 anything else. 

Principal 3 reported:  

I’m always making sure we keep the thumb on the pulse of our campus, and 

 understanding when there are times where people truly just need to tap out, or to 

 recharge. So that's for both students and staff. So through surveys, not only 

 district mandated cultural surveys, but surveys at the end of our faculty meetings, 

 surveys within our departments to see if it's an opportunity for us to maybe not 

 have TLC or CBPL, as we call them at North Star Middle School. This gives us 

 an opportunity to do a circle with our staff, so that they can feel connected to their 
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 team members, but we can address some of their concerns here on campus. I have 

 several student advisory groups. I have one specifically targeted with our Latinx 

 student population to make sure that they feel connected here on campus, because 

 that is something that was revealed in our survey.  

Data is making sure that we're addressing their culture in the things that we do 

 here at North Star Middle School. Something as simple as us making sure we 

 have Lottery Night, which is like a Mexican version of bingo, where our parents 

 and our community are able to come in and be a part of the school. Making sure 

 that we hire more bilingual staff so that our parents can feel safe and 

 communicate with the staff members here on campus. So never losing sight of 

 where we want to be, but also where we truly are in our current reality. 

Provide leadership opportunities for others 

Interview Question 3.1 stated, "In what ways do you empower teachers to be 

leaders and role models for students?" Participants shared their professional practices and 

the effective strategies to build leaders on their campuses.  

Principal 2 shared: 

 I think we empower teachers, by first opening up the opportunities for them to do 

 so and reminding teachers that they are a leaders. You are a leader of your 

 classroom, you are a leader on campus. You don't have to wear an administrative 

 hat to be identified and carry yourself as a leader. And so we asked teachers, hey, 

 who is an aspiring administrator, and who wants to lead in a different capacity on 

 campus, and we give them opportunities to do so whether it's being an 

 administrator on duty, and I don't mean like oh, you're just going to take the 
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 hallways and monitor the lunchroom. Now, what does that look like every day? 

 You know, you took a day out of your class going on classroom observations and 

 walks being a part of other departments in there CBPL, supporting testing support 

 in the hall supporting the classroom, not so much as operational, but bringing  

 them into the instructional world. Because I know we have to build a bridge and 

 be able to pull up talent. And so really identifying those teachers because you 

 know who your walkers are and who your runners are [sic]. And so giving them 

 opportunities to take on projects, you know, to lead meetings and activities in  

 CBPLs and things that will put them on and showcase them as a leader in front of 

 their peers. But, sometimes leadership is kept tight in departments, but how do we 

 get it going campus wide, so empowering our teachers to be a part of that process. 

 It's really just being open to hey, these are some opportunities who would like to 

 take advantage of it. Sometimes, you have to just nudge them because you do 

 have some that are reluctant. But when you see talent and you know that, hey, this 

 person is good for kids all the way around, we try to nudge them into more 

 leadership roles.  

Principal 3 reported:  

 So we've created a mentoring program here on campus called our Trojan heroes. 

 So students who we've identified that may need a connection here on campus, that 

 may not be a discipline issue, they may be the student that flies under the radar, 

 but they may need that adult connection. So we've identified those teachers who 

 are great at building positive relationships, and partner them up. So what they are 

 able to do is have monthly check ins, weekly checklists, check-ins depending on 
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 the child, and even daily depending on the child. But that mentor, that Trojan 

 Hero, is responsible for discussing and monitoring that student's BAG. And by 

 bag it's an acronym for behavior, attendance, and grades. And so looking at the 

 student's performance here on campus, but they have an adult here that they can 

 go to if they are struggling, or if they need a moment, but they have someone here 

 that they know cares about them totally. So, we've seen a good lift with it because 

 students maybe having a meltdown, and they may ask for their hero and so we can 

 go ahead and connect them with that person, because they have that positive 

 relationship with them. 

Findings for Research Question Three (RQ3) 

Theme 3: Effective Systems, Feedback, and Professional Relationships 

Analysis of the interviews for research question 3 (RQ3), “How do effective 

principals monitor and improve campus programs and positively influence school 

culture?” revealed that high-performing, successful principals at Title I secondary 

campuses have effective systems, feedback, and relationships. The three subthemes that 

emerged from participant responses were: 

• Strategically use human capital   

• Gather data and feedback using surveys 

• Stakeholder participation and buy-in 

Strategically use human capital   

Responses from participants indicated effective leaders know when to use human 

capital and how to use human capital effectively to monitor programs effectively. Two 



92 

 

out of three of the participants interviewed (67%) mentioned properly using human 

capital and the role it plays on their campus. 

Principal 1 shared: 

So, first of all, about all about how you allow people to know that they are valued 

 or respected, that they are validated. But at the same time, again, making sure we 

 do what's best for children and making sure it what’s best for the scholars. So in 

 order for that to happen, you got to make sure that you have the necessary human 

 capital, building their capacity to make sure that they’re going to teach and lead 

 children in the right direction. Making sure that the human capital you do have 

 actually have the best resources to meet the needs of students. So using your 

 different funds sources, making sure that those funds are truly targeting those 

 strategies that's gonna [sic] allow you to make the necessary gains to improve the  

 campus. So we all know in Texas, there must be an improvement plan, I don’t 

 care how well you are doing, you should always have an improvement plan in 

 place. And as we all know, in Texas it's called a campus improvement plan. 

Interview Question 4.1 stated “How do you ensure that each staff and faculty member 

understand their role in student and campus success, and what steps did you take to 

recognize individual contributions, efforts, and accomplishments campus-wide?” 

 Principal 1 and Principal 2 shared how their philosophies on using campus 

resources to achieve success and a common goal.  

Participant 2 reported: 

 So, one of the things that we do with making sure everybody has to understand 

 their role in student achievement, because everybody plays a role, custodial staff, 
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 cafeteria staff, everyone on campus. And so when I think back to the question, the 

 previous question you just asked, a lot of that is rooted in the campus 

 improvement plan, because of our teachers, our faculty and staff, parents, 

 community are contributors to that campus improvement plan, because that's a 

 way for people to know and understand the need of the campus, and the human 

 capital that's needed to meet those needs. 

Interview Question 4.1 also stated “What steps did you take to recognize individual 

contributions, efforts, and accomplishments campus-wide?” 

Participant 2 shared: 

 We also take time to celebrate and recognize the contributions of faculty and staff 

 members, we celebrate birthdays, we celebrate people who are really going above 

 and beyond, especially in current conditions. It's been really hard to get people to 

 do a little bit more. And so we also recognize our students, whether it's AB Honor 

 Role, progress, our dual credit students, students who are, you know, they may 

 not be you’re A and B students, but they are showing progress. And we also 

 recognize our teachers and our paraprofessional staff monthly, just to keep up 

 morale, and encourage them to keep doing what's best for kids. And then we also 

 do raffles and giveaways, to keep up the energy. You know, kids want the high 

 school experience. And so we work hard in trying to provide them with that. So 

 recognition has been a big key for us, and making it happen. Trying to make it a 

 part of the everyday climate for us and culture. 
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Gather data and feedback using surveys 

Three out of the three participants interviewed (100%) reported using surveys to 

regularly gather data and feedback from stakeholders as an effective practice. Participants 

described how the data and was used to accomplish milestones and campus goals.  

Principal 1 stated “I make sure that administrators and instructional leaders are 

articulating the vision also, verbally, and getting feedback from parents and survey 

feedback for students to survey feedback from all staff members, or the survey.” 

 Principal 2 stated:  

 We do monthly surveys. That's how we pulled out our grade level meetings each 

 month is with a survey, and it's also part of the sign in process.  

 You know, what do you want to celebrate? What do you want us to know? What 

 concerns do you have? What questions do you have? And then are there you 

 know, some blind spots that we may be missing that you can, you know, give us 

 your input on. We do look at it and we do respond. Because you know, you can 

 obtain the greatest information and feedback. But if nothing is done with it, then it 

 means, it means nothing at all, right? So those are pretty much the ways that 

 we've tried to build ownership through building community on the campus, I 

 think our grade levels give us an opportunity to really do that on a smaller scale. 

 Because normally it was, oh we have this big faculty meeting, and having a 

 faculty meeting with 150 people is just not intimate enough to really drill down 

 what needs to be said and shared. And so the grade levels allow us to do just that. 

 But really just showing up, even on the days, we don't want to. I've been 

 emphasizing the power of just showing up and focusing on progress and not 
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 perfection. And really, just really just celebrating our wins. And then, you know, 

 operating in grace, because we all need it, and just making sure that we're mindful 

 of the things that not only our faculty and staff are going through, but our 

 students. (see Figure XX) 
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Figure 7 

Building Community and Trust (Principal 2) 

 

Note. Blanson, D. (2022). Participant Response for RQ3: How do effective 

principals monitor and improve campus programs and positively influence school 

culture? 

Principal 3 also shared how surveys play a role on her campus culture, student 

achievement, and help her monitor processes and create programs. 

 Principal 3 stated:  

 Through surveys, not only district mandated cultural surveys, but surveys at the 

 end of our faculty meetings, surveys within our departments to see if it's an 

 opportunity for us to maybe not have TLC or CBPL, as we call them at North Star 

 MS, but have an opportunity for us to do a circle with our staff, so that they can 

 feel connected to their team members, but we can address some of their concerns 

 here on campus. I have several student advisory groups. I have one specifically 

Building 
Community 

Data Collected (Per 
Grade-Level)

PLC Created Based 
on Survey Results

•Teachers Complete 
Monthly Survey

•What do you want to celebrate? 

•What do you want us to know?

• What concerns do you have? 

•What questions do you have? 

• Is there anything we are missing that we 
should know?
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 targeted with our Latinx student population to make sure that they feel connected 

 here on campus, because that is something that was revealed in our survey. Data 

 is making sure that we're addressing their culture in the things that we do here at 

 North Star MS. 

Campus team participation and buy-in 

Responses from participants revealed the themes for RQ3 are effective systems, 

feedback, and professional relationships. The subthemes included having campus team 

participation, buy-in, and support to successfully lead a Title I secondary campus. 

Participants shared their practices and how they leverage this strategy on their campus. 

Principal 1 stated: 

Different groups of the campus improvement plan committees are comprised of 

 not just only administrators, but teachers, staff members and also students and 

 parents. It has community partners, business partners, and they all play a role in 

 terms of what is needed to allow this campus to achieve success and go in the  

 right direction. So, continuing to analyze what is needed, and what is all 

 stakeholders role in the analysis of our process. 

When it comes to students, to parents, it's all about those moments when I am able 

 to verbally articulate, but also about all of my members of about learning  

 community. They must be aware of what is expected, what is needed for the campus 

 to continue to grow and prosper. So the campus improvement plan is shared with 

 all stakeholders. 

Principal 2 suggested “I think for teachers to have a place to communicate and share is 

critical, but also for them to see consistency and follow up.” 
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Principal 3 shared:  

 I restructured our leadership team to be a little non-traditional of what has been 

 here in our district. So I took away the stigma of being a English AP or a math 

 AP. Because a lot of times, if you are a great math teacher, you may go up to the 

 department chair, or a skill specialist, or a ... And then eventually if you're AP, 

 they put you over math because that's what you're good at. But true instructional 

 leadership means I can walk into any room and be able to coach and develop that 

 teacher. So that's something that I've done. This year, I restructured our team so 

 that they are supporting an entire grade level. And you're able to see trends with 

 student culture and student achievement because they're in the work with each 

 department. And we're able to address certain concerns across the board, but what 

 may be working in social studies that could be applied in a math classroom. 

Findings for Research Question Four (RQ4) 

Theme 4: Provide Targeted Resources  

Analysis of the interviews conducted in response to (RQ4) “How do principals of 

high-performing Title I schools influence instructional practices and impact student 

achievement?” indicated that high-performing Title I schools led by effective principals 

should provide targeted resources to assist teachers and positively influence instructional 

practices and impact student achievement. The subthemes that emerged from 

participants’ responses were: 

• Use campus common assessments 

• Use relevant resources and staff developments 

• Provide timely feedback 
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Use campus common assessments 

Principal 1 stated:  

One of the things we started doing when I became principal is common 

 assessment development. But again, making sure that teachers understood how to 

 plan. So, professional learning communities, again, common formative 

 assessment, development, and making sure that they understand that all the 

 activity that's aligned to that common from necessity, is about teaching with the 

 end in mind, for one of the things that that when I first became principal that we 

 implemented, a became a part of my principalship is something called the model 

 classroom project.  A consultant that I used, that we have used at the campuses 

 since I was a principal helped us establish something called a non-instructional  

 norms. And these are norms that must be carried out by every single classroom 

 teacher, for example, from the vocabulary development, the whole class is making 

 sure that we have something called three-part mastery objectives. And that 

 mastery objective was centered around the cognition, the content and the product, 

 making sure that students are truly authentically engaged, making sure that so 

 they had a quality attention getter every single day, making sure that every single 

 student had a quality closure activity every single day, making sure that everyone 

 is using research-based strategies centered around cognitive learning, making sure 

 that students were guided through activities truly guided to the activities that 

 would allow them to work independently. So again, just having those set 

 structures that everyone will carry out with fidelity from day to day, it was all 

 centered around making sure to teaching with the end in mind. 
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Principal 2 shared: 

 Each time we have grade levels, we come together and say, okay, these are the 

 things we're going to talk about and the why behind it. And everybody's executing 

 at the same time, just in different locations. So I think that's been the biggest game 

 changer for us, and then possibly looping them up with their kids for next school 

 year, because those relationships are already there.  

Use relevant resources  

Interview Question 5.1 stated “What academic systems and processes did you 

implement to assist teachers to improve their instructional practices, and what types of 

targeted professional development would you seek out for faculty?” Participants reflected 

on the instructional practices, processes, and professional developments that have been 

successful on their Title I campus. 

Principal 1 shared: 

So first of all, it's truly about having staff development programs, and make sure 

 your staff development program is centered around what is truly needed by a 

 teacher. So what do I mean by that? Well, what a first-year teacher may need may 

 not fit what a fifth-year teacher would need. So, have intentional staff development 

 for staff. So for example, we have a new teacher mentoring program, and we have 

 a new teacher coordinator and she or he will organize, opportunities that is truly 

 center for a new teacher or a novice teacher, but also for those returning teachers 

 that would need targeted type of staff development that's going to impact the 

 campus, wide vision, mission and anchor goals but also your department vision, 

 mission and anchor goals.   
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We make sure that every department has a vision for their department that is aligned 

 to the campus vision, and district vision, mission and anchor goals. So, staff 

 development affects a department vision, mission, and anchor goals. Truly making 

 sure it's going to meet the needs of the population that we're serving.  

You know, we have a large ESL or emergent bilinguals population. And we're 

 making sure that we are serving that population because we're 92%. But also 

 making sure that we are serving the needs of students who are economically 

 disadvantaged. So again, having staff developments based upon what is truly 

 needed for the organization and be very targeted about which staff members will 

 attend certain staff development opportunities.  

Principal 2 stated: 

 The Campus Improvement Plan (CIP) officially drives, all the work that happens 

 on the campus. It's that living, breathing document that we have, that helps us stay 

 focused on what it is that we said we were going to do, and how we said we were 

 going to go about obtaining and meeting those goals. It really drives everything- 

 instruction, safety and security, professional development, building the capacity of 

 teachers and leaders. So we tried to be very intentional, and we focused our campus 

 improvement plan around the district strategic goals and focus areas. And so we've 

 anchored that into our campus. And what that's going to look like at Grace MS. 

 And we've monitored monthly and honestly, with the last two years we've had 

 progress in some areas and other areas we stand ... a lot of opportunities exist. And 

 typically those are centered around instruction. Given the current conditions that 
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 we're in, we're not meeting those instructional goals. But it's something that we 

 monitor. It's built into our leadership team meetings. It's built into our instructional 

 leadership team meetings, so that we know, hey, this is what we said we were going 

 to do. Is it a goal that we're projected to meet? Or do we need to go back and make 

 some adjustments?  

 So we have an electronic Google form that is our informal walkthrough-form. So, 

 what happens is everyone who has a classroom is in there. We go in and use the 

 form, whether it’s a calibrated walk or just in our learning walks as teams or in 

 pairs. We can go pull up the Google Form and we input observation notes based on 

 10 minutes in the classroom. And so they input the feedback, and then it is 

 immediately sent to the teacher. And he/she copies the person that is the sender. 

 And so one of the things that we do is we track it, I (principal) can look at it, I can 

 see how many people are doing the walkthroughs and how many walks are 

 happening by the week?  

 What's the quality of feedback that's been lifted from the walks, and then we can 

 take those pieces of feedback and analyze them and our instructional leadership 

 team meetings? So one of the things is you don't know who gave the teacher the 

 feedback? All you know, is this is the feedback. How, you know, how can I teach 

 your leverages? Is it quality feedback? Is it intentional? Can a teacher grow from 

 this feedback so that we're able to have those conversations amongst each other? 

 Because some feedback, a nice will work. And then we're also able to highlight 

 exemplar examples of feedback from that. And so that's the really, one of the 

 things we've tried to focus on is getting time in classrooms. questions to check for 
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 understanding, you know, what is that exemplar that you have in mind that you 

 want to see from students, and then anticipating those misconceptions?  

Principal 3 commented:  

 So, something that we implemented to not only give time back to teachers, but also 

 ensure that they are responding to the data quickly, is we use a software called All-

 in-Learning. And it's a clicker system where you could use it either with physical 

 clickers, or visually where students could use their phones or Chromebooks, but 

 they're able to check for understanding on the spot and have that immediate data. 

 But it also is synced to a Clever, which is our platform that speaks to our online 

 textbooks curriculum as well as E-school, so it takes time away from grading for 

 teachers. And it actually speaks to the gradebook, so I, as a teacher could identify 

 this week that I want to assess.  I create my question. I pose it to the students. And 

 then I have immediate feedback on how my students are doing. And so teachers 

 have been thankful for it, because now I'm able to go into the CBPL and have that 

 targeted conversation of what I'm going to do for my students who did not meet, 

 my students who approached, my students who mastered, and then be able to have 

 an action plan for the next day's lesson and not waiting to the district common 

 assessment or for a campus-based assessment. 

Provide timely feedback 

Interview Question 6.1 stated “What did you implement at this campus to continue 

success? Responses from participants indicated effective, high-performing leaders 

provide feedback in a timely manner to followers. Two out of three of the participants 

interviewed mentioned their campus feedback practices. 
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Principal 2 stated: 

I've really enjoyed having them by grade level, because it also gives them an 

 opportunity to lead in a different way, where I don't have to get up and hold the 

 meeting back and just sit back and let them do it. Each time we have grade levels,  

 we come together and say, okay, these are the things we're going to talk about and 

 the why behind it. And everybody's executing at the same time, just in different  

 locations. So I think that's been the biggest game changer for us, and then 

 possibly looping them up with their kids for next school year, because those 

 relationships are already there. And that was another intentional move because I 

 want them to stay connected with their administrator. 

One participant shared campus changes she implemented that improved the feedback time 

and process on her campus. 

Principal 3 shared: 

 I restructured our leadership team to be a little nontraditional of what has been here 

 in our district. So I took away the stigma of being a English AP or a math AP. 

 Because a lot of times, if you are a great math teacher, you may go up to the 

 department chair, or a skill specialist, or a ... And then eventually if you're AP, they 

 put you over math because that's what you're good at. But true instructional 

 leadership means I can walk into any room and be able to coach and develop that 

 teacher. So that's something that I've done. I did this year with restructure our team 

 so that they are supporting an entire grade level. And you're able to see trends with 

 student culture and student achievement because they're in the work with each 
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 department. And we're able to address certain concerns across the board, but what 

 may be working in social studies that could be applied in a math classroom. 

Summary 

Chapter IV provided an overview of the findings of the study based on the 

responses from the interview session and the Transformational Leadership Survey (Clark, 

2019). The overall findings from participant responses in the interview session and the 

responses to the survey questions indicated that 12 subthemes emerged in four categories. 

The categories identified were as follows: (a) Intentional & Purposeful (PLC) 

Decision-Making; (b) Visionary and Action-Oriented (Execution); (c) Effective Systems, 

Feedback, and Professional Relationships; and (d) Provide Targeted Resources to 

Accomplish Campus Goal.   

• The themes for the Intentional and Purposeful (PLC) Decision-Making 

category included purposeful professional development; analyze student 

data and needs; and create a student achievement plan 

• The themes for the Visionary and Action-Oriented (Execution) category 

included articulate shared-vision clearly;  be reliable, personable, and 

follow-through; and provide leadership opportunities for others 

• The themes for the Effective Systems, Feedback, and Professional 

Relationships category included strategically use human capital; gather 

data and feedback using surveys; and team participation and buy-in 

• The themes for the Provide Targeted Resources category included use 

campus common assessments; use relevant resources and staff 

developments; and provide timely feedback 



106 

 

Themes for each category were found through an examination of participant 

responses to questions about successful leadership styles, qualities, and practices on high-

performing Title I secondary campuses. 

In Chapter V, the researcher provided discussion, implications, recommendations, 

and conclusions for the findings of this study. This includes but is not limited to a 

discussion of participants’ responses to the influence of principal leadership style and 

campus practices of high-performing Title I secondary campuses. 
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CHAPTER V 

DISCUSSION, IMPLICATIONS, RECOMMENDATIONS, AND CONCLUSIONS 

Discussion 

Transformational leadership has been associated with the ability to influence. 

school climate and culture, student achievement, teacher retention, parental engagement, 

and the ability to build capacity in teachers in previous studies (Clark, 2019; Day et al., 

2016). The aim of this comparative qualitative study design was to compare the leadership 

styles, characteristics, and practices between three effective principals leading high-

performing Title I secondary campuses. The research problem the researcher addressed in 

this study was the gap in practice supported by literature that examines and describes 

effective, transformational leadership practices and behaviors in the context of Title I 

secondary schools. The researcher used a qualitative research design appropriate to explore 

the research questions for the study. Qualitative research promotes the researcher's 

involvement in comprehending, characterizing, and interpreting a participant's encounter 

with a phenomenon (Ravitch & Carl, 2019). The findings of this study addressed four 

research questions: 

1. What professional learning community (PLC) practices do effective 

principals implement to develop high-performing Title I secondary 

schools?  

2. How do principals of high-performing Title I secondary schools describe 

their own leadership styles?  

3. How do effective principals monitor and improve campus programs and 

positively influence school culture?  
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4. How do principals of high-performing Title I schools influence 

instructional practices and impact student achievement?  

Data for this comparative qualitative study was collected through interview 

sessions using the Zoom online platform. Participants answered in-depth interview 

questions and responded to the Transformational Leadership Survey questions. As a 

result of the data analysis from the interviews, the researcher identified leadership themes 

that emerged. 

Research Question One 

Research Question one (RQ1) focused on the effective professional learning 

community (PLC) practices principals implemented to develop high-performing Title I 

secondary schools. The three themes that emerged within Category 1: Relevant 

Professional Development and Focused included relevant professional development, 

analyze student data and needs, and create a student achievement plan. 

Relevant professional development. The participants reported that their campus 

PLC practices and professional development plans are based on an overarching goal set 

by the district that is first communicated on a district-level, which is communicated by 

them and their them using the district’s campus improvement plan as a guide. However, 

as transformational leaders, participants reported strategically creating professional 

developments and PLCs based on the goals of the district, the campus, and student-

learning goals (McLeskey & Waldron, 2015). This finding aligns with a study conducted 

by van den Boom-Muilenburg et al. (2022) that found that the way school leaders 

understand PLCs and their underlying educational views may affect the sustainability and 

success of PLCs and thus impact student progress in their schools.  
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Analyze student data and needs.   The participants reported that each campus 

decision was based on data. This finding supports research that asserts several strategies 

can be used to analyze data effectively as a professional learning community; however, 

research suggests that transformational leaders make strategic data-informed 

instructional decisions (Betancourt, 2019). Furthermore, transformational leaders also 

maximize data by sharing data with team members and fostering collaborative inquiry 

among their leadership team and stakeholders using their personality and charisma. 

These are all recognized best practices and strategic leadership traits (Knapp et al., 

2010).  

Create student achievement plans.  Previous research surrounding the 

importance of understanding how to set goals is essential to being a visionary. 

Transformational leaders establish quantifiable objectives at all levels of the 

organization, including the school, the classroom, and the students (Kalkan et al., 

2020). This study finding aligns with some of the practices the participants shared as 

their professional practice, which is ongoing and intentional about setting goals that 

align with the district and setting campus goals (Earl & Fullan, 2003; Kowalksi et al., 

2008; Moore, 2011; Wilhelm, 2011). 

Research Question Two 

Research Question two (RQ2) focused how principals of high-performing Title I 

secondary schools describe their leadership styles. The three themes that emerged within 

Category 2: Visionaries and Action-Oriented included (a) articulate shared-vision clearly, 

(b) be reliable, personable, and follow-through, and (c) provide leadership opportunities 

for others. 
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Articulate shared-vision clearly.  The participants interviewed for the study 

reported that one of their primary goals as a new leader at a secondary campus was to 

effectively communicate their vision and mission for the campus to all stakeholders after 

analyzing the data. This finding connects with a study that argues when an effective 

leader successfully communicates and executes the vision, the school will be transformed 

(Aguilar, 2015). Moreover, the most successful school leaders also understand that a 

persuasive vision and purpose should have relevance for every member of the school 

community, in addition to the larger community that the school serves (Khalifa et al., 

2016).  

Be reliable, approachable, and follow-through. The participants responses to a 

series of questions on the Transformational Leadership Survey indicated that 

transformational leaders have a network of people who generally trust them and rely on 

them. Thus, participants rated themselves either moderately high or high on the Likert-

scale in this area because of their campus climate and culture. According to Khan (2017), 

the leadership style of an effective leader should project throughout an organization and 

have an impact on the people of the team. As a result, this becomes an inherit strength for 

the leader of a transforming campus (Jaroliya & Gyanchandani, 2021). Trustworthiness 

becomes more than the leader’s responsibility when it becomes a part of the culture of the 

organization. It becomes a part of the school climate and neighborhood community. 

 Provide leadership opportunities for others. Participants interviewed for this 

study noted shared leadership can be a valuable resource when shared strategically. This 

finding connects with a study conducted by Bambrick-Santoyo (2018) that concluded that 

transformational leaders must create a culture and atmosphere that encourages followers 
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to be lifelong learners and progress professionally. The participants reported creating 

mentoring programs to provide leadership opportunities and empower teachers beyond 

the classroom. This finding is supported by the study that found effective and strategic 

leaders know how to leverage their followers' strengths and leverage their talents as 

leaders within their organization (Zolzow, 2014). 

Research Question Three 

Research Question three (RQ3) examined how effective principals monitor, 

improve campus programs, and positively influence school culture. The three themes that 

emerged within Category 3: Effective Systems, Feedback, and Professional Relationships 

included (a) strategically using human capital, (b) gathering data and feedback using 

surveys, and (c) stakeholder participation and buy-in. 

Strategically using human capital. Participants shared how human capital is 

used strategically on their campus to meet the students' needs and meet the campus's 

academic goals. Odden (2011) proposed that in order to make human resource 

management strategic, the educational vision must drive the organization's human 

resource management strategy. This finding aligns with the systems, processes, and 

executions of transformational leaders. 

Gathering data and feedback using surveys. The findings suggest that 

effective communication must be a priority to improve a Title I campus. 

Participants shared how human capital is used strategically to meet the students' 

needs and meet the campus's academic goals. This finding is supported by several 

studies that maintain that the lack of communication and feedback could be 

detrimental to campus success (Linke & Zerfass, 2010; Marzano et al., 2005; 
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Mitgang & Gill, 2012; Newton, 2015; Rosenthal, 2003; Teschke, 1996; Trail, 

2000). The participants interviewed reported how providing opportunities for 

feedback from teachers and parents has positively impacted the campus climate 

and built trust. This finding is supported by a study conducted by Mapp (2016) 

that shows that when people are invited and given a voice, doors open to building 

new partnerships and cultivating trust. 

Stakeholder participation and buy-in. Participants reported how they got 

engaged in their school community to understand their school community and their story 

better. Partnerships organically develop as a result of the leader being connected to the 

parents, students, teachers, and staff. This finding aligns with Burgess' (2016) description 

of transformational leaders as people who believe everyone has a part to play on the road 

to success. Stakeholders' buy-in and support happen when followers have been fully 

persuaded by the leader, which must accompany influencing, motivating, intellectually 

stimulating, and being concerned about others (Burgess, 2016). 

Research Question Four 

Research Question three (RQ4) focused on the role principals play as instructional 

leaders and how principals of high-performing Title I schools influence instructional 

practices and impact student achievement. The three themes that emerged within 

Category 4: Provide Targeted Resources include (a) use campus common assessments, 

(b) use relevant resources and staff developments, and (c) provide timely feedback. 

Use campus common assessments.  The study findings suggest that one of the 

ways effective leaders transform campuses is through the use of common assessments. 

All three principals reported the use of common assessments on their campus and in their 



113 

 

districts. Common formative assessments give regular and timely feedback on students' 

achievement of the most key criteria and also help establish similar expectations and 

goals for standards, instruction, and assessment throughout a grade level, course, and 

department. Most significantly, consistent formative assessment findings enable 

educators to precisely evaluate students' learning requirements and make necessary 

instructional modifications in real time (Ainsworth, 2007). 

Use relevant resources. Providing relevant resources to ensure teachers and staff 

are able to accomplish a shared-vision is a characteristic of a transformational leader 

(Allen et al., 2016). This finding coincides with the participants’ responses and practices 

shared in their interview. For example, one participant mentioned hiring specialty 

consultants for the campus instructional team and they were trained on how to implement 

the new processes and procedures that would support the campus’ vision, mission, and 

goal. High-performing leaders model what to do and provide the resources to do achieve 

the goal (Katzenbach & Smith, 2016). 

Provide timely feedback. Transformational leaders working effectively provide 

timely feedback (Lin et al., 2020). This finding was consistent with the participant’s 

responses regarding how they influence instructional practices. Two out of three 

participants mentioned using software allows them to provide immediate feedback to 

their team. Another participant mentioned the feedback structure and communication that 

is in place, which provides timely feedback. This finding connects with a study that found 

that providing actionable feedback is more effective and appreciated when received in a 

timely manner (Harsavella et al., 2017). 
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Implications 

The findings of this study provide practices that leaders of Title I schools may 

implement to positively influence the development and outcome of their organization. 

The behaviors have been identified as transformational leadership. This study may also 

inform and be useful to new Title I public school principals leading elementary and 

secondary campuses. The following are implications for present and future practice in 

the context of integrating effective high-performing leadership practices at Title I 

secondary schools: 

• Effective communication starts as a plan and becomes a communication 

system that functions effectively with effective leadership. However, in a 

transformational environment, communication is organized, ongoing, and 

develops into a “culture.” Sykes and Durham (2014) discovered that 

innovative leaders learn how to integrate effective communication 

strategies into an organization. Implementations of change generally fail 

because leaders focus on performance rather than on effective 

communication. 

• The initial data analysis of needs for an organization should be viewed 

from a community perspective and not only a campus perspective. This 

viewpoint provided leaders with deeper insight and a holistic lens that 

extends beyond the school building. Henderson and Mapp (2002) found 

that “when families of all backgrounds are engaged in their children’s 

learning, their children tend to do better in school and stay in school 

longer” (p. 73). 
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• Purpose-driven professional learning communities (PLC) should be data-

driven learning sessions based on a common goal, identified, and 

reiterated throughout each PLC. DuFour and Fullan (2013) firmly 

asserted, “PLCs are about people, practices, and processes – they are not a 

program. They are fundamentally a change in culture – the way we do 

work around here” (p.17). 

• Implement progress monitoring procedures using various modalities for 

timely feedback. This approach is supported by researchers that suggest 

effective feedback is timely, continuous, and allows teachers to develop 

their performance in identified areas to accomplish their objectives more 

effectively (Hattie & Timperley, 2007; Wiggins, 2012). 

• Develop leaders through relevant professional developments, training, and 

roles that offer others leadership opportunities. Bambrick-Santoyo (2018) 

suggested effective leaders provide leadership roles and opportunities for 

their team to be empowered. 

• Implement parent and teacher surveys throughout the year to strengthen 

partnerships and build the school community. Transforming schools 

leaders may engage parents in various ways, including conducting 

surveys, creating parent focus groups, forming a parent committee, and 

creating parental resources (Benner & Quirk, 2020). 

• Implement authentic campus appreciation opportunities for all campus 

stakeholders. The ability to express gratitude as a leader, whether of a 
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group of adults or a class of students, helps to build trusting relationships 

and improve the overall environment (Allen, 2018). 

• The growth of leaders is critical to providing strategic, instructional, and 

motivational leadership to all stakeholders and impacting the learning 

environment. Waters et al. (2003) purported, “Effective leadership means 

more than knowing what to do—it’s knowing when, how, and why to do 

it.” (p. 2). Thus, transformational leaders are intentional role models who 

provide encouragement and support and make decisions based on what is 

in the best interest of the stakeholders and their organization while 

growing.  

Recommendations for Future Research 

• Explore PLC strategies to help teams maintain a culture of trust, 

collaboration, and respect as members change and times of transition? 

• Examine the negative impact of transformational leadership behaviors. 

Most research explores the positives and benefits of transformational 

leadership. 

• Explore leadership styles and parental perspectives and on school climate. 

Many studies examine leadership style and teachers’ perceptions. 

• Increase the number of participants in the study to gather additional 

perspectives on leadership style and school climate during a crisis. 

Conclusions 

The study's findings supplement previous research on leadership styles, 

characteristics, and practices by exploring the practices of three high-performing Title I 
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secondary principals. Title I school leaders have been found working twice as hard as 

schools that are not identified as socioeconomically disadvantaged campuses. Building 

skills, cultivating partnerships with parents, students, and staff are skills that are needed 

to create positive campus change, and students success. These skills can be developed 

over time. Participant responses in this study provide support and various blueprints that 

can assist elementary and secondary school principals leading Title I campuses facing 

challenges. Transformational leadership behaviors and practices implemented as 

suggested will become an asset to Title I campuses and school communities. 
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APPENDIX A 

Interview Questions 

1.1.  How impactful and intentional is your campus' improvement plan, and how did you 

monitor the progression of your campus improvement plan? 

 

2.1.  How do you and your leadership team build a positive campus culture and climate? 

 

3.1.  In what ways do you empower teachers to be leaders and role models for students? 

 

4.1.  How do you ensure that each staff and faculty member understand their role in 

student and campus success, and what steps did you take to recognize individual 

contributions, efforts, and accomplishments campus-wide? 

 

5.1. What academic systems and processes did you implement to assist teachers to 

improve their instructional practices, and what types of targeted professional 

development would you seek out for faculty? 

 

6.1.  What did you implement at this campus to continue success? 
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APPENDIX B 

Table 4 

High Performing Secondary Principals and Campus Information (2018-2019) 

 

Note. Data retrieved from Goffney and David (2019). 

  

 

 

Principal & School Pseudonym 

 

 

   

Grades Served 

 

 

Number of 

Students 

 

School 

Rating 

Principal 1 (Future Generations  

                         High School) 

Principal 2 (Grace High School) 

9-12 

9 -12 

 2, 201 

2, 517 

C/78 

B/80 

Principal 3 (North Star Middle                

                           School) 

 

6 - 8 1,338 C/79 
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APPENDIX C 

Instrumentation Approval and Survey 
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