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ABSTRACT
The purpose of this study was to examine the efiecharacteristics of superintendents through
the principal’s perception. The perceptions ohgipals were compared to those of
superintendents. A one-way ANOVA was used to pregrand analyze the data for this study.
All superintendents and principals in public sclsaal Indiana were invited to participate in this
study. This study was conducted by administerisgraey to public school district
superintendents and principals in Indiana. Thedife Characteristics of Superintendents
survey was developed by me to quantitatively meathe perceptions of superintendents and
principals with research from the ISLLC standattsprists, educational paradigms, and
research of best practices. Superintendents’ e@ndipals’ perceptions were measured on how
likely they agreed with the practice. A total df9lsuperintendents and 256 principals submitted
complete responses to the Effective Characteristicgey. Other variables measured were
demographic location and population size of thestHistrict. Data were analyzed through
one-way ANOVA testing and the null hypotheses wested at the .05 probability level or
better. As a result of the research and subsegla¢atanalysis, the following conclusions are
proposed. For the descriptive data both supemniaets and principals rated the three most
frequent responses for vision as trust, implemantatnd development, and setting high goals.
The highest rated three responses for managenaedhigher value on making genuine
decisions, analyzing data, and inspiring othefelfow goals. Highest rated responses for

collaboration were working with the principal, comnicating with stakeholders, and creating a



collaboration culture. The three highest ratingsriistructional leadership skills were
professional development, develop skills to be gligtcompetitive, and challenge staff
members as the highest rated characteristics $tnuictional leadership skills.

Principals’ perceptions were different with the clgstive data in the area of vision.
Principals perceived setting high goals and expiects as higher, whereas superintendents rated
a safe learning environment. Both perceived impletation and development and trust as
effective characteristics of superintendents. nficant differences existed in Research
Question 2 and 11 for vision and instructional kratip skills with location. The examination
of the results of the one-way ANOVA on the wholengte population determined that
significant differences with the model existed wtitle location types. Rural locations scored the
importance of vision and instructional leadershigissignificantly lower than urban and
suburban respondents. There were no differengassition type on principals and
superintendent’s perceptions on the effective dataristics for vision, collaboration, and
instructional leadership skills. No significantfdrence was found in the independent sample
test regarding effective characteristics for sugendents in these three areas based on position
type. The examination of the results of the ong-ABIOVA determined that no significant
differences regarding effective characteristicssigperintendents in the area of collaboration and
management. These results suggest that principhlsotl perceive any differences from
superintendents among these effective charactayistithe areas of vision, management,

collaboration, and instructional leadership skills.
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CHAPTER 1

INTRODUCTION
Background

DuPree (1992) stated, “I learned that if you aleaaler and you're not sick and tired of
communicating, you probably aren’t doing a gooduggiojob” (p. 100). This research involved
the study of the effective leadership practiceghefschool superintendent through the
principal’s perception. This study explored theceptions of Indiana superintendents and
principals on effective characteristics of supematents. These perceptions were studied to
determine if the superintendents’ perceptions wigferent from the principals’ perceptions.

The evolving role of the superintendent has charagetthie educational process continues
to prepare students for the 21st century. The AraerAssociation of School Administrators
(AASA) and the National School Board AssociatiorS@R) have defined the role of the
superintendent.

The superintendent is hired to provide professiedailcational advice on policy

development and implement the policies the boaoptsd The job description calls for

the performance of the following duties: prepam dlgenda for each meeting; prepare the
annual budget for board consideration; preparesabdit state and federal applications
and reports; recommends the appointment and tetiminaf all personnel; is responsible

for the instructional programs; maintains a corgunsistudy of current problems; and



determines the emergency discontinuance of theosdmsirict. Other duties that are

inherent in providing educational leadership fax fithool district includes the following:

keeping board members informed about the needwedlistrict about school operations
and programs; provide for the continuous improvenoéall facets of the school district
operations, especially as it relates to teachimplearning; encourage long-range and
strategic planning; ensure that professional dgwvetnt opportunities are available for
district employees; develop a public relations pangand to assure that all decisions are
made with the best interests of students in miHdrris & Hopson, 2011, para.l)

These roles produce demands of a superintendernetiare a leader to possess strong
skills to lead a successful school district. “Rersh on educational leadership shows a strong
correlation between the quality of the districtdeeship and achievement of the school district”
(Waters & Marzano, 2006, p. 11).

The role of the superintendent has evolved throughistory from manager to
collaborator. Instead of managing finances andrzaihg resources, the shift has been directed
towards a vision of student achievement in theidist“The superintendent must be
relationship-centered, focused on a vision of stidehievement, have involvement with
stakeholders, fosters teamwork, and builds stretagionships” (Phillips & Phillips, 2007, p.

42). Superintendents must commit to create stootigborative relationships with the leaders in
the district to create systematic plans. The nesibdity of teaching and learning for students
and what goes on in classrooms is no longer jesbthlding leader’s responsibility (Fullan,
2011).

Conceptual Underpinningsfor the Study

The research on effective characteristics of sapardents revolves around the education



reform process and the need for improving studelniesement. The need to increase
accountability for school districts started waNation at RiskNational Commission on
Excellence in Education, 1983), which showed desliand gaps in student achievement in
school districts across the United States. Thpsntecalled for areas of growth that would
improve student achievement. One such recommae&mdats the superintendent must develop
intentional interactions on teaming.

The Wallace Foundation (2003) surveyed 1,000 sofmrdents and principals on their
priorities and concerns. In the study, six aspettesadership were surveyed:

e concerns of the daily life of a principal,

¢ finances,

¢ politics and bureaucracy,

e how to find effective teachers,

e time spent in classrooms, and

everyday emergencies.
When superintendents were asked if they belieyathaipal could save a struggling school,
78% felt they could. Superintendents felt like ingva quality principal who holds teachers
accountable for instruction and student achievenmeneases a school’s success (Wallace
Foundation, 2003). However, principal’s views dat reflect this; only 41% felt they could
save a struggling school. Superintendents beligvatdprincipals should be held accountable,
but felt principals struggled with holding teachacsountable (Wallace Foundation, 2003).
Increased student achievement starts with gooclictginal leadership (Waters &
Marzano, 2006). Waters and Marzano’s (2006) strdgchool districts showed increases in

student achievement were linked to having effecdiwgerintendents. Four thousand



superintendents were surveyed and three milliothestuachievement scores were considered.
The study concluded

a .24 correlation is considered to be an averagersuendent who is at the 50th

percentile in terms of leadership abilities, whaverage student achievement is at the

50thpercentile. If a superintendent improves leaderabilities by one standard
deviation (rising to the 84tpercentile), the prediction would be that the agerstudent
achievement in the district would increase by ®Ecentile points. The average student

achievement in the district would rise to the 99 drcentile. (Waters & Marzano, 2006,

p. 10)

These findings show that effective characteristicsuperintendents correlate to positive
gains in student achievement in school districtat@hé & Marzano, 2006). Identified specific
leadership responsibilities in the study that poedgains in student achievement were goal-
setting and monitoring for instruction to improvadent achievement, communication with the
principal, and the use of resources (Waters & Mawz2006).

Statement of the Problem

Principals need leadership and guidance to leati@o$to the best of their ability.
Superintendents must recognize their evolving aslstudents are prepared to enter the 21st
century. The role of the superintendent is no éwngst the Bs—buses, budgets, and buildings—
but the evolving responsibilities of the Cs—curhiou, classroom, and collaboration (Education
Writers Association, 2003). The effective charastes of superintendents must be understood
to determine the leadership needed to have an ingpastudent achievement. Providing this
information to principals and superintendents Wélp to strengthen the support needed by

principals from the superintendent (EImore, 2000).



Purpose of the Study
Increased student achievement starts with goocuetginal leadership (Waters &

Marzano, 2006). This study analyzed the differsrimetween the principals’ and
superintendents’ perceptions of effective charésties of superintendents most valued by
principals. Other variables that were controlledene&chool demographic location type (rural,
urban, or suburban) and years of experience ipdlsgion. The leadership of the principal is the
key variable in making sure that effective teachsthe focus of improvement in a school
(Saphier, 2009). This research can provide infeionao allow for extended studies on the
topic of the relationship between principals angdesintendents.

Resear ch Questions

The study was guided by the following questions:

1. Is there a significant difference of percepsitietween superintendents and principals
regarding effective characteristics for superintarid in the area of vision, values,
and goals based on position type?

2. Is there a significant difference of perceptibesveen superintendents and principals
regarding effective characteristics for superintarid in the area of vision, values,
and goals based on location type?

3. Is there a significant difference of perceptibesnveen superintendents and principals
regarding effective characteristics for superingend in the area of vision, values,
and goals based on respondent’s years of employimentrent position?

4. s there a significant difference of perceptibesveen superintendents and principals
regarding effective characteristics for superintard in the area of management

skills based on position type?



Is there a significant difference of perceptibesnveen superintendents and principals
regarding effective characteristics for superintarid in the area of management
skills based on location type?

Is there a significant difference of perceptibesnveen superintendents and principals
regarding effective characteristics for superintard in the area of management
skills based on respondent’s years of employmeatiirent position?

Is there a significant difference of perceptibesnveen superintendents and principals
regarding effective characteristics for superintensd in the area of collaboration

skills based on position type?

Is there a significant difference of perceptibesnveen superintendents and principals
regarding effective characteristics for superintensd in the area of collaboration

skills based on location type?

Is there a significant difference of perceptibesween superintendents and principals
regarding effective characteristics for superintensd in the area of collaboration

skills based on respondent’s years of employmeatiirent position?

10. Is there a significant difference of percepibetween superintendents and principals

between superintendents and principals regardiiegtefe characteristics for

superintendents in the area of instructional lestdprskills based on position type?

11. Is there a significant difference of percepibetween superintendents and principals

regarding effective characteristics for superintand in the area of instructional

leadership skills based on location type?

12. Is there a significant difference of percepibetween superintendents and principals

regarding effective characteristics for superintand in the area of instructional



leadership skills based on respondent’s years ptamment in current position?
Null Hypotheses

Hol. There is no statistically significant differenaf perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of vision, values, and goals based on position.type

Ho2. There is no statistically significant differenaf perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of vision, values, and goals based on location.type

Ho3. There is no statistically significant differenaf perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of vision, values, and goals based on respondge&ss of employment in current position.

Ho4. There is no statistically significant differenaf perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of management skills based on position type.

Ho5. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of management skills based on location type.

Ho6. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of management skills based on respondent’s yeampfoyment in current position.

Ho7. There is no statistically significant differenaf perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area

of collaboration skills based on position type.



Ho8. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of collaboration skills based on location type.

Ho9. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of collaboration skills based on respondent’s yedemployment in current position.

Ho10. There is no statistically significant diffeocenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of instructional leadership skills based on ponsitigpe.

Holl. There is no statistically significant diffeocenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of instructional leadership skills based on loaatigpe.

Hol2. There is no statistically significant diffeocenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of instructional leadership skills based on resgmtid years of employment in current position.

Definition of Terms
The following terms are defined for clarificatiaomunderstanding this study:
Leaderships defined as having a focus on the skills andhbiens that have proven to be
effective and support school reforms. “Perspestiaetions and communication needed
to be effective are often referred to as compeé=i¢l).S. Department of Education,
2014, para. 12).
Principal is defined as a leader whose students, overalf@arehch subgroup, achieve

acceptable rates of growth. “Supplemental measuessinclude, for example, high



school graduation rates and college enrollmensyat® well as evidence of providing
supportive teaching and learning conditions, striostguctional leadership, and positive
family and community engagement” (U.S. DepartmériEducation, 2014, para. 16).
Student achievemeist defined as “change in data for an individuatlsnt such as, 1) a
student's score on assessments (2) other measwsteslent learning, provided they are
rigorous, such as student results on pre-testspendurse tests, and objective
performance-based assessments; performance agfaitisht learning objectives; student
performance on English language proficiency assestwnand other measures of student
achievement that are rigorous and comparable asobe®Is” (U.S. Department of
Education, 2014, para. 22).

Suburbans defined as areas in central counties of a laitgeand the outlying counties
that have close economic and social ties to theaerty. “A territory that is outside a
principal city and inside an urbanized area witpydation of 2,501 to 250,000 or more”
(U.S. Department of Education, 2014, para. 3).

Superintendent of schoaksdefined as the “chief executive officer” of theard of
education, who “shall have executive authority derschool system and the
responsibility for its supervision” (U.S. Departnheh Education, 2014, para. 4).

Ruralis defined as “a place with less than 2,500 peopkeplace with a zip code
designated as rural by the Census Bureau” (U.Saibeent of Education, 2014, para. 4).
Urbanis defined as “a place with populations insideiagipal city with a population of
250,001 or more” (U.S. Department of Education,ZQqfara. 2).

Limitations of the Study

These are a number of limitations that the realdeulsl be aware of with this study.
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1. This study was limited based on the sample sizemaAll sample size might not be a
true representation on the population of princiald superintendents in the state of
Indiana.
2. This study may include personal bias and vaeame individuals’ interpretations of
the survey which could have affected the accurddlgeoresults.
3. It cannot be guaranteed that all the surveyspomdents were a sample
representative of the population with regard todgenage, and ethnicity.
4. Principals in the study could have felt uncort#ble in rating their perceptions of
their direct supervisors and not as superintendsntspopulation.
Delimitations of the Study
1. The study was limited to participants in publicaals in the state of Indiana.
2. The study surveyed principals and superintendehtswere in the profession at the
time of the study.
3. The study consisted of a higher sample populatfgrincipals than superintendents
based on the number of positions in the state.
4. The study was limited to the time constraint of sievey being open for responses.
Summary and Organization of the Study
Effective school research dates back to the wolRaf Edmonds in the 1960s, which
continued to find a strong relationship betweeedtfe instructional leadership of schools and
high levels of student achievemeheading schools and districts have become more eomp
than ever before, due to increased pressures,randstiable political environment within which
schools must operate (Education Policy and Leagef3anter, 2006). All the responsibilities of

a superintendent can seem endless, but the grestesd have an impact on student
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achievement is to identify characteristics to inygralassroom instruction. The American
Association of School Administrators (AASA & NSB2007) stated that

Our schools are the foundation of our democradyeylkeep hope alive, and they open a

world of possibility for our entire society. Indtaour nation has survived and prospered

precisely because it is firmly grounded in the @ptof equal educational opportunity

for all. Ultimately, the effectiveness of our pudchools will determine our ability to

sustain a free and democratic society. (para. 6)

Summary

Chapter 1 provided an introduction, statement efgfoblem, purpose of the study,
research questions, limitations and delimitati@mg] definition of terms. Chapter 2 presents a
current literature review and topical researchagitér 3 provides information regarding the
study methodology, the population sample, survexldpment, and statistical analysis of the
survey. Chapter 4 presents study findings andesdés the study’s research questions. Chapter
5 provides a summary of the findings, results, iogtlons, discussion of the findings,

conclusions, and recommendations for further study.
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CHAPTER 2

LITERATURE REVIEW

The history of the superintendent’s roles and rasjalities has changed in three
different ways since the first superintendentthia era of the Common School Movement, the
superintendent built a state system of elementaalysacondary schools. The Civil Rights era
marked the professional superintendent focusingumnan relations. Future roles of the
superintendent require a focus on instruction endlassroom. This shift from managing
organizational structure to a student-centerediagrenvironment leaves the roles and
responsibilities of what principals need from th@erintendent to be more defined in order to
improve classroom instruction (Hunt, Carper, Las&YRaisch, 2010).

A school superintendent is the leader and spoksspédor the school district. AASA
conducts a study every decade on the perspectivesobes of school district superintendents.
“The roles of the superintendent have evolved astuntry has gone through historical
changes” (AASA, 1993, p. 6). Superintendents rhase soft interpersonal skills such as
honesty, trust, flexibility, listening, vision, afidrward thinking. However, the managerial to
collaborator shift from the Bs to the Cs is onéh&f major noticeable changes in the successes of
superintendents within school districts. “The shds gone from the B’s of the district:

buildings, buses, books, budgets, and bonds t€#econnection, communication,



13

collaboration, community building, child advocaeynd curricular choices” (Education Writers
Association [EWA], 2003, pp. 5-6).

The literature review looks at the history of tlupearintendent and research on
characteristics that are effective in superintetgleifhe focus included characteristics principals
need as leaders in the district. Chapter 2 indulde evolution of the superintendent position,
effective characteristics of superintendents, attarestics principals desire, educational
leadership standards, authentic leadership, leairgmanager, Machiavellian leadership
practices, leadership theorist and paradigms, astigractices used by superintendents.

History of the Evolution of the Superintendent Position

“School boards are looking for God—on a good dagjti the “Atlanta-based
superintendent recruiter, as quoted in the New Ylankes” (EWA, 2003, para. 1). Principals
depend on effective characteristics in superintetsd®r guidance to carry out the goals of the
district. Superintendents that have effective leadershipacharistics can provide support to keep
school districts on track with academic goals (KaHlord, 1987). The literature reviews effective
leadership characteristics that can improve thesrahd responsibilities of the superintendent in
relationship to assisting the principal. Hawlédwe first superintendent of New York in 1812,
handled mostly duties that included funding. Cowersial and political concerns left the
superintendent position open until 1854 (Carter &f@ingham, 1997). The very first district
superintendents were appointed in Buffalo, New Yarld Louisville, Kentucky. By the 1900s
most urban school districts had established a stpadent (Grieder, Pierce, & Jordan, 1969).

The Common School Movement was a turning pointincation. The Puritans and the
New England colonies saw the need for childreretedtucated and mandated for families to

provide literacy to their own children (Billet, 18}/ The American Revolution introduced
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education from the former responsibility of the idhes and religion. (Glass, 2003) indicated
that widespread economic growth resulted in superaents needing to have more
responsibilities of running a successful schodirdis Horace Mann, father of the Common
School Movement, concluded that private schoolsdidserve the bulk of the children and poor
children should also receive an education (Filiomv&lfskill, 2004). Superintendents became
school reformers spreading the word of public etlanao the public (Glass, 2003). The
American Revolution and the rise of industry ledhallenges as leaders looked to expand the
education process. Superintendents devoted theardupervising and assisting with the passage
of compulsory attendance laws (Spring, 1994).

Professional superintendent. Responsibilities of the superintendent continteed
increase and develop in the 1900s, including timeagement, employee specialization, and a
top-down management structure (Glass, 2003). Gida was efficiency—a desirable objective
for large city superintendents besieged by raprdlenent growth, construction of new schools,
and the management of public tax dollars” (Gla®932 p. 12).

Research in the 1930s focused on superintendehticatéons, educational problems,
and studies of successful school districts (GI2883). The role of the superintendent was
changing and effective leadership traits needdxktmlentified (Glass, 2003). “Superintendent
responsibilities included overseeing of certifioas, textbooks, and assisting with the
establishment of the American Association of Schatrhinistrators” (Glass, 2003, p. 20).

In the 1960s and 1970s, the superintendent’s b@eame more involved in decision
making, encouraging community support, and comnaiimg with school boards. Increase in
the number of public school students and fundimgeflucation created new challenges for

superintendents within the communities and manewéamed for the poor economy (Mazzeo,
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2001). Conflicts existed for superintendents rdupy equal opportunity.

Little Rock was thrust into the national and globpbtlight over the issue of integration.

After theBrown v. Board of Educatioruling in 1954, which stated that “separate but

equal” was not providing an equal education fori@sdn-American students, the Little

Rock Board of Education decided to integrate itosts. In September 1957, hostilities

arose over the admission of nine African-Americaudents to Little Rock Central High

School. (Garvey, 2012, para. 10)

Handling equal opportunities created a new focuatteition on schools. Court rulings
related to equal education for all, new legislanvandates, and the Civil Rights Act of 1964 had
an impact on the superintendent’s role (Chapma®7)19America’s public schools in this
challenging time caused the targeting and firinghahy superintendents (Cuban, 1988).

The modern superintendent. Twentieth century superintendents have morespres
and responsibilities to prepare students for theopng competitive global society. The
Coleman (1966) survey reported what should domisetieol improvement and assisted in
creating the effective schools movement. The &ffeschool movement supported the idea of
“all children could learn,” and school districts m@eesponsible in ensuring this happens. The
movement prompted an examination of the importarfitke superintendent as the school
district leader (Coleman, 1966).

Criticism of failing public school districts beganth The National Commission on
Excellence in Education’s (1988)Nation at Riskeport. Headlines such as “Failing Schools
Have Nowhere to Hide” had spread throughout themngdButcher, 2011). The repondicated
the United States was behind in several areas becaools were “generally encouraging

mediocre and undemanding work, and more intelldgtahallenging instruction would be
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needed to make students more academically and excalty competitive” (Cohen, 1995, p.
740). The report made it clear that the failurénoferica’s educational system was planted
squarely at the feet of school superintendents é60h995).

The requirements of No Child Left Behind Act (NCLE)02) increased the workload
and added stress to superintendents. Legislatn@uatability that labeled school districts with
testing data instead of measurements of improveaisatadded to the challenges of
superintendents (Bracey, 2005). The NCLB act hatsvated a vast number of research
programs to study the effects of test-based acability on student performance in U.S. public
schools (NCLB, 2002). Reback, Rockoff, and Schavé2011) found,

the NCLB act has led to increased scrutiny of disathged schools, and principal’s pay

has not always adjusted to compensate. This chiartbe “risk-reward structure” of low

versus high performing schools raised the condeaththe NCLB act might not induce

effective principals at low performing schools. {)
The goals of NCLB include (a) all students readhlstandards attaining proficiency in reading
and mathematics by 2013-2014, )b) all limited Estglproficient students become proficient in
English, (c) by 2005-2006 all students be taughhilghly qualified teachers, (d) all students be
educated in learning environments that are safecanducive to learning, and (e) all students
graduate from high school (NCLB, 2002). If suptgimdents do not establish and use certain
effective characteristics to develop and suppdetcsize principals, the pattern that exists with
finding and retaining effective teachers could sbenn leadership (Reback et al., 2011).

College and career readiness became a focus ohaapolicymakers due to reports that
affirmed students are unprepared (Achieve, 20119R006, the National Center on Education

and the Economy (NCEE) publish&dugh Choices or Tough Times: The Report of the New
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Commission on the Skills of the American Workfortiee report noted American students’
scores were below other students in other nationsathematics, science, and literacy on
international academic assessments. American yaet to improve their academic skills to
compete in the global market, and educational nefiernecessary (NCEE, 2006). “In March of
2010, the Obama Administration sent to Congréhks, Blueprint for Reform of the Elementary
and Secondary Education Atct continue to work to close the achievement apS.
Department of Education, 2010, p. 15).

The establishment and implementation of the Com@are State Standards (CCSS)
added to the roles and responsibilities of edunatiteaders. Two organizations spearheading
this broad education reform effort, National GowaAssociation Center for Best Practices
(NGA) and the Council of Chief State School Offe€¢€CSSO), unveiled standards for two
content areas: mathematics and English/languagéN@A & CCSSO, 2010). Georgia
Governor Sonny Perdue commented,

American competitiveness relies on an educatiotesyshat can adequately prepare our

youth for college and the workforce. When Ameristudents have the skills and

knowledge needed in today’s jobs, our communitidisbe positioned to compete

successfully in the global economy. (NGA & CCSSQ1@, para. 4)

Philosopher s Pave the Way

Philosophical foundations and theories are theecaitteaching and learning in school
districts due to having a direct impact on instiacin the classroom (Northouse, 2010). The
function of a theory is to provide a framework &mtucational leadership practices. Gunter
(2001) described these practices as the languabandation needed to describe what is

needed in the classroom, and to provide suggediomsiproving instruction. The role of the
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superintendent transformed into becoming the maéséeher, and serve as the school district’s
instructional and curriculum leader (Carter & Curghiam, 1997). This transformation was a
direct result of pedagogy becoming more importauat difficult to define. Educational reform
and the introduction of Taylor’s (1911) principlefsscientific management assisted in this
transformation of the superintendent. The growith @emand of education called for
superintendents to be both instructional leadedsbarsiness managers (Callahan, 1962).

The 21st century’s challenges caused the learnirgluication to focus more on being
ready for a global competitive society rather thate memorization. Using more metacognitive
skills should be a part of the teaching and le@rpirocess (Cookson, 2009). Superintendents, as
instructional leaders, need to be aware of earllppbphers such as the Socratic methods that
allows for student knowledge to be demonstratentr&es believed that the teacher and the
student both held knowledge and ignorance withemitelves. His form of questioning was
designed to release the knowledge from within thdent so that he could find the answers he
needed (Monroe, 1925). This method of inquirygersin classrooms today as a teacher and
student have dialogue about what is being learNedtlfouse, 2010). Aristotle’s views on
education were that people should act as they @grected to act and to be happy. The teacher
held the key to knowledge and would lead studentke correct way to live. Practice would be
done to behave properly until students could mhkeé choices themselves (Sergiovanni, 1990).
Discipline and behavior is still managed in thesstaom today this way (M. M. Murphy, 2006).
Educational philosophical concepts for what stusl@eted for success involve a progressive
approach (DarlindtHammond & Bransford, 2005). J. Locke (1975) ddmsatithe learning
process with his idea ¢ébula rasa meaning individuals are born without any prioowhedge

but learn from their social environment. Indivitilearn by their surrounding environments
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with reading, writing, and speaking (J. Locke, 197Students should be involved in real life
experiences of education (Dewey, 1938).
Resear ch on Effective Superintendents

“Recent studies seeking to quantify the impachefgrincipal leadership on student
learning have placed the impact second to thdietlassroom teacher” (Leithwood, Seashore,
Anderson, & Wahlstrom, 2004, p. 2). “Superintertdanust recognize having an effective
principal in every school is essential to improvstgdent learning” (Elmore, 2000, p. 2). The
standards-based reform movement has changed ththatdgaders set goals for improvement
and redefines what effective leadership is in tloelenn educational organization (Elmore,
2000). Elmore (2000) “was not convinced that teeedopment of standards would in itself be
enough to overcome an institutional history of osupling that sought to place the
responsibility for what was learned at the classrdevel” (p. 6).

A study by Forner, Bierlein-Palmer, & Reeves (20&2amined leadership practices of
seven superintendents that had effects on imprastundent achievement. These researchers
examined how practices of these superintendents swerilar to Waters and Marzano’s (2006)
six effective leadership practices (Forner et20112). The practices superintendents used that
increased student achievement were goal-settiniglitogi support for reform movements,
personal conversations, using constructive condtasris to assist struggling students and
teachers, removing low-performing teachers, leviagaglose working relationships with
building principals, taking a hard line in uniomtact negotiations, and ensuring financial
commitments to match district goals and studentaes for success. Among those practices,
building relationships with principals was cite@ thighest number of 27 times and as one of the

10 most frequent effective leadership practicethege selected superintendents (Forner et al.,
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2012).
As the superintendent encourages the administrai@ssume a more proactive
leadership responsibility, he or she is also eraging the principal to embrace the
established goals of the board and superintenaehinathe process; effective learning
environments are improved for students. (Waters &2dno, 2006, p. 6)
In 2001, a study completed by 18 members of theefugendents Leadership Network
(SLN) engaged in an intensive inquiry around tHe¥ang question:
What are the new roles and relationships that teederge between the superintendent
and principals if principals are to become leadeis district where the core business is
to ensure that all students are provided high-ecangngaging schoolwork? (BellSouth
Foundation [BSF], Schlechty Center for Leadershigchool Reform [SCLSR], & SLN,
2001, p. 1)
This study showed what principals perceive as gffedeadership in superintendents.
Principals responded on the following eight statet:ien a scale from 1 to 5. Principals’
responses rated Statement 1, 72%; Statement 2,SB%ment 3, 82%; Statement 4, 73%;
Statement 5, 66%; Statement 6, 79%; Statement%s; 88d Statement 8, 72%. Those
statements are
1. The superintendent and district staff is comeditib schoolhouse innovations that are
aligned with the core business of schools, theefseind vision of the district, and
achieving desired results.
2. The superintendent is clear about what she/lievies is the purpose of schools.
3. The superintendent develops a relationship lutlding principals.

4. The superintendent communicates and clarifiewvigion of the district regularly.
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5. The superintendent organizes and unifies thealesffice staff in a manner that is
consistent with the beliefs, vision, the core psmof schools, and with achieving
desired results.

6. The superintendent causes the system to thuhlaeinstrategically—knowing how
and when to deploy resources (time, people, sp@ioemation, and technology).

7. The superintendent builds system capacity sosttfeools can start and sustain school
improvements.

8. The superintendent creates an overall designgage principals in learning. These
characteristics of a superintendent show being cteuni sharing of the vision,
systematic thinking, building capacity in othensdaleveloping a relationship with
the building principal. (BSF & SCLSR, 2001, p. 2)

Effective Characteristics Principals Desire
Leadership should give support to principals tadsetssist in improving instruction for
students (Wells, Maxfield, Klocko, & Feun, 2010)he effective teacher is responsible for
making this happen ultimately, but all the righbpke have to be in the right place for the system
to work (Fullan, 2011). Often superintendentsraseinvolved in hiring and overseeing of
principals and should be involved in all processidsuilding a leadership team (Wells et al.,
2010). According to Saphier and Durkin (2012),iteens listed in Table 1 are steps that lead to

superintendents being better coaches.
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Table 1

Steps to Superintendent Coaching

Item Step

1 The superintendent focuses on the principals asrther most important leverage for
change in the district.

2 The superintendent plans his/her schedule andtgtasctime with principalfrst,
keeping in mind that one of the best antidotesafsuperintendent’s tough day is getting
out of the office and going to a school and vigjtalassrooms.

3 The superintendent schedules school visits anathess know that these visits are
very important and considered “sacred time” bygtperintendent. Just as principals
need to be in classrooms, superintendents neealitodchools.

4 The superintendent prioritizes how s/he will mantgeset of school visits (new
principals, underperforming principals, districdaschool-level data, etc.),
remembering to validate high performers as wetbasupport those who are struggling.

5 The superintendent uses internal district resowsisesell as external resources to
supplement his/her own efforts by coordinating cghie help improve the instructional
leadership of principals.

6 The superintendent keeps track of this work sodlestr messages and expectations are

sent to principals without the confusion of too manices.

Source Saphier and Durkin, 2012, p. 2

School systems mugtinvent the principalshipo meet the needs of schools in the 21st

century (Institute for Educational Leadership [IERPO0). Principals guide student learning and

need to be aware of the pedagogical techniquessiare learning takes place. Principals are

facing demands and pressures of high enrolimeoguatability, lack of support, tension, and

the strain of juggling all the responsibilities.alWy of America’s 93,000 principals are effective

leaders, but some are not. The superintendent pnorgide assistance to the principal for a

successful learning environment (IEL, 2000).

A study conducted by Forner et al. (2012) on effedeadership practices surveyed 17
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of the top U.S. superintendents. The skills ingtuely are important to a superintendent having
communication with the principal, including haviagision, being a strategic thinker/problem
solver; leading the organization in the right direg; increasing teaching and learning; having
interpersonal skills; good communication skillsjltng collaborative relationships; providing
professional development; finance skills, allocgtiesources; making data-driven decisions;
curriculum designing and development; and buildiagymunity relationships. The
superintendents in this survey discussed the irapoet of having communication and listening
skills with the principal.

Responding and communicating with the building lgrencipals is a vital trait in
superintendents (Forner et al., 2012). Schle@@99) stated that

in order to lead we must read. Reading, plannalbglie and interactions, and other

forms of learning must be planned and given toprjiyi by principals. But developing

others is not always formal; it is also personal dane in-formally. (p. 37)

When comparing these effective traits to what ppals need from superintendents, there is
value in the phrasehen one stops learning one stops growigglucation values continuous
learning as a leadership characteristic (Schle@u§9).

Petersen’s (1999) survey revealed that superintgagerceived these four
characteristics were essential in the ability t@besffective superintendent: possession and
articulation of an instructional vision, developrhehan organizational structure that supports
the instructional vision, assessment and evaluatigoersonnel and instructional programs, and
an organization that builds collaborative relatlips. Jones, Goodwin, and Cunningham (2003)
investigated 18 district-level administrators wraallreceived the “Leadership for Learning

Award” from the AASA. This study compared the etfee characteristics of effective
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superintendents. The characteristics that sholedbst increase in success of superintendents
in school districts were: curriculum, finance, @mssional development, principal relations, and
setting a vision (Jones et al., 2003).
The Educational L eadership Standards
The leadership traits drawn from the Interstated®tLeaders Licensure Consortium
(ISLLC) standards give an interpretation of whateéeded in preparing students for the 21st
century. The Educational Leadership Policy Statslapproved by the National Policy Board
for Educational Administration and the Educatiobaadership Constituent Council created the
standards to address the leadership roles andngbgiies with curriculum, instruction, and
running a district as a whole to ensure succestdia Policy Board for Educational
Association, 2011). According to J. Murphy (200Bg need to develop a set of standards to
guide the work of school administrators has evolwét the growing question of how schools
should be managed. An emphasis on scientific thioigplaced the ideas that schools were best
managed under a business model, and was used sa¢at@nd stable schools (J. Murphy, 2003).
An extensive review of the literature was condudtedevelop these new standards to create the
administrative competencies. The outcome of tlugkwvas to reject the old ways of thinking
that had guided the field of educational admint&iraduring the past century (J. Murphy, 2003).
Appendix A contains a full outlined listing of th®LLC standards with the associated functions.
Servant L eader ship
“Robert K. Greenleaf proposed servant-leadership,dt your service’ theoretical
framework in 1970” (Greenleaf, 1996, p. 9). Greaifik servant leadership explored service to
others, a holistic approach to work, promoting @sgeof community, and a sharing of power in

decision-making (Crippen, 2010). Servant leaderblas many attributes such as: listening,
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empathy, healing, awareness, persuasion, concegatiiah, foresight, stewardship, growth of
people, and building a community (Crippen, 2018grvant leadership in schools requires
listening to students, parents, community stakedrs|dstaff, and actions for individuals to be
accountable. Leaders with success will need theacteristic of being a servant leader
(Sturnick, 1997). Servant-leaders have the patktdiheal both themselves and others to allow
for a positive school environment with followergyfhick, 1998). According to Covey (2004),
servant-leadership provides an unusual bond falelesato consistently assist others to be
successful. Spears (1995) stated,

You may be able to buy someone's hand and baclkooutannot buy their heart, mind,

and spirit. In the competitive reality of todaglsbal marketplace, it will be only those

organizations whose people not only willingly valeer their tremendous creative talent,

commitment, and loyalty, but whose organizatiomgratheir structures, systems, and

management style to support the empowerment af pleeiple that will survive and

thrive as market leaders. (p. 47)
Blanchard viewed servant-leadership with the anatdghe traditional pyramid (Spears, 1995).
The boss is always responsible and staff shoulortép the top of the pyramid. Turn the
pyramid upside down the staff become responsibkerales get reversed creating a different
structure of leadership (Spears, 1995).

Authentic L eader ship

Northouse (2010) explained that great leaders hagealifferent characteristics that are
innate, and include extraversion, conscientiousrigsenness, low neuroticism, and
agreeableness. Northouse also suggested thahdatleadership is one of the newest and most

genuine areas of leadership: understanding th@oparand mission, inspiring and empowering
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others, having strong values, having faith and cament, trusting relationships, having self-
discipline, and acting on values. Shamir and EI@g605) argued that authentic leadership rests
heavily on self-relevant meanings and a leadeclat his or her life experiences to their
leadership style. Leadership is based on self@miscand how they relate to actions.

Authentic leaders are being themselves, as opgosazhforming to others’

expectations. They do not take on a leadershgfavlstatus, honor or other personal

rewards. Rather, they lead from a conviction. yTihave a value based cause or a

mission they want to promote. (Shamir & Eliam, 2005397)

Principles of Management

Fayol and Weber, early management theorists, cagdiimeory with practice, and their
ideas still have an influence on education todayc(ed in Wren & Bedeian, 2009). Fayol and
Weber attempted to develop methods for managingnizgtions. Fayol stressed education for
management rather than technical training, andtalsanportance of planning, organizing,
commanding, and coordinating (as cited in Wren &d&an, 2009). Drucker (1988), “father of
management”, put the focus on people and the argaon. In education, the theory was to
manage by objectives and have management straggibsas strategic planning, ethics and
integrity, model the military (commitment to peaoplmotivation, treat people like volunteers,
leaders as marketers, and be the best represenf@atithe organization (Drucker, 1988).
Drucker identified five principles of managemergttsig objectives, organizing, motivating and
communicating, establishing measurements of pedoo®, and developing the best in people
(Byrne & Gerdes, 2005). His performance-baseddesidp in schools is the difference between
effective and less effective institutions (S. Mn8te & Raish, 2002). Performance-oriented

schools are those that are safe, orderly, focusddamning, nurturing, exciting, and engaging.
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Creating and sustaining that environment requiresdership style that fosters actions rather
than demanding results, opportunities rather thetat@ activities, and treasures diversity rather
than demand uniformity (S. M. Sundre & Raish, 2002)

Empirical evidence supports the applicability af toal theory in public administration
(Rodgers & Hunter, 1992). The motivational exptaorafor the variation in employee
performance is not due to ability or situation, boine employees perform better than others
because they have different performance goals (Eoéke & Latham, 1990). According to the
social cognitive theory, it is not the goals thelwsg, but rather the discrepancies created by
individuals on how they perform that influences ivating behavior (Bandura, 1986). In a 1987
study of federal, state, and local government eggas in the Atlanta area, Baldwin and Farley
(1991) found that organizational goals had a bersfeffect on employee motivation.
Machiavellism

Machiavelli's effective characteristics of leadepsbame from the review of the Borgia
family members in seizing and maintaining poweart®f the theory stated that good rulers
sometimes have to leanot to be goodthey have to be willing to set aside ethical @ns of
justice, honesty, and kindness in order to mairttagnstability of the state (Wheeler, 2011).
“Machiavelli’'s immortal . . . phrase,

“It is better to be feared than loved,” is anotpilar of effective leadership. While it is

often the easier path to be friends with employees hardly ever the effective path. . . .

Managers who wish to avoid confrontations will dlbatter up” their employees by

downplaying transgressions, a poor leadership ehetdch often compromises the

leader’s managing power. (Sundre, n.d., para. 4)

Machiavelli argued that the most successful leaders not the ones who acted
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according to dictates of law or justice, but theg® were willing to do whatever was necessary
to preserve power for the good of everyone (Maaignvd999/1513). Machiavelli (1999/1513)
stated how to gain and keep power in his literaoykilhe Prince The characteristics addressed
are necessary for leaders such as being seveogmugamagnanimous, determined and
diplomatic, capable of protection from enemies,mnig friends, conquering either by force or
by fraud, and being loved (Machiavelli, 1999/151B8)achiavelli warned leaders that vices can
be virtues and looking to be the favorite leaddl mave drawbacks. Finances should be
generous, but not to put the organization in darstreeaders should arm themselves with loyal
employees, letting people go is sometimes needsy &mployees updated to avoid
misunderstandings, communicate with the communékeholders, provide employees all the
tools necessary to be effective, and give professidevelopment time (Machiavelli,
1999/1513).

Tzu was a master of leadership with knowing andyapg the basics of being an
effective leader. According to Sun Tzu, high merahd consistency are the keys to the success
of leadership decisions (L. Sundre, n.d.).

Sun Tzu’s quote, “If troops lay siege to a wallég,aheir strength will be exhausted” is

also of primary importance to effective leadersteé&ive leaders do not waste their

resources on unattainable goals. They set reafjefils and centralize priorities for
employees. If your employees are “laying siega vealled city” by either taking on too

high of a workload or pursuing dead end projecisrate will plummet. (L. Sundre, n.d.,

para. 4)

L eader ship Practices

Kouzes and Posner (2007) identified five practmfeadership that were researched to
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be effective: model the way, inspire a sharedwischallenge the process, enable others to act,
and encourage the heart. School districts achessduntry have reported principal shortages,
especially in high-need areas. These shortages rasult of accountability pressures, long
working hours, and lack of appreciation (Kouzes@sifer, 2014). Sweeney (2000) compared
the leadership of the school district superintehtiethe job satisfaction and efficacy of
principals. Using the Superintendent Understandingrincipals’ Educational Responsibilities
(SUPER) survey instrument, 119 principals rated thgerintendents on leadership practices
(Kouzes & Posner, 2014). The results of the amaltsowed statistically significant
relationships between superintendent leadershigtipes and job satisfaction on the efficacy of
principals. Principals who rated their own jobhsarction and efficacy as high also gave their
superintendent a high rating on each of the fiagelégship practices. The strongest correlation
occurred between job satisfaction of principals #egenable others to adeadership practice of
their superintendents. This study demonstrateidsti@erintendent leadership is an important
factor in the job satisfaction and efficacy of thaiincipals (Sweeney, 2000). Using Kouzes and
Posner’s (2008) model of the five practices of eglamy leadership, superintendents should
develop leadership practices that increase thefaetiion and effectiveness of their principals.
Superintendents who use these leadership chasicehelp alleviate pressure on principals and
increase the likelihood of retaining good princgp@ouzes & Posner, 2007).
Emotional Intelligence

Zhao'’s (2010) research on globalization and teatmoin education focuses on the
future skills necessary for the 21st century leatogealize his or her potential. Zhao
recommended that leaders should encourage leaminglude creativity, new skills and

knowledge for the global virtual world, cognitivkilts, problem solving, and emotional
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intelligence. Increasing rigor and teaching maamdards is not the correct way to educate.
Other countries have grown to be at the top omigstccountability results by reducing their
standards and looking at ways to be more innovatingecreative (Zhao, 2012). 1Q and work
ethic are important, but effective leadership cbenastics need more. Leaders need emotional
intelligence (EQ) to manage their emotions in iatgions with others (Goleman, 2005). EQ can
be applied to leadership, classroom instructicarnieg confidence, working towards goals, and
recovering from stress (Goleman, 2005).
Egan (2008) researched the history of educationraadines public schools in the
future. Egan offered this description of the higtof school:
Twenty first century seems now just another ofdmgs cruel jokes on our human
forebears. All that boredom and pain, that hadfted and barely understood
knowledge, which engaged the imaginations of thiest minority of people, the ill-
directed energy of teachers, and the resentmest nfany students. After more than a
decade of their lives spent in these schools, stasients could recall pitifully little of
what they had been taught and had read; they kydvedért nothing more than the
clichéd words of some pop song. The wonder ofstbed around them, the passion of
their history, the possibilities of human experiemeere things of which they glimpsed
only the most fleeting sense. After they left sWhoost students never read anything but
mental pablum again. Schooling during this timense to have been a massive and
clumsy industry poorly designed to carry the exgraze of life and the accumulation of
technological skills across the generations. (p) 18
Egan (2008) supported the idedexdrning-to-learningand not rote memorization. He

summarized his theory on emotional intelligencéhiis passage:
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All knowledge is human knowledge and all knowled@ga product of human hopes,

fears, and passions. To bring knowledge to lifstudents’ minds we must introduce it

to students in the context of the human hopessf@ad passions in which it finds its

fullest meaning. The best tool for doing thishie tmagination. (Egan, 2008, p. xii-xiii)
L eader ship Paradigms

The great man theory of the 1900s defined leadetban and not made”, (Bolden,
Gosling, Marturano, & Dennison, 2003, p. 6). Tlea man theory, developed by Carlyle and
Spencer, was based on heroes in history (Carl9@8)1L Leadership theories have developed
and grown into a process and include multiple dpsons such as trait theory (Stogdill, 1974),
behavioral theory of roles (McGregor, 1960) andrttamagerial grid (Blake & Mouton, 1972),
situational leadership (Hersey & Blanchard, 1982htingency theory (Fiedler, 1964),
transactional leadership, and transformationaldestdp (Bolden et al., 2003). Table 2 shows
the list of the traits in the skills theory devedopby Stogdill (1974). This list of traits is
associated with human attributes.
Table 2

Traits and Skills of Leadership

Traits Skills
- Adaptable to situations - Clever (intelligent)
- Alert to social environment - Conceptually skilled
- Ambitious and achievement-orientated - Creative
- Assertive - Diplomatic and tactful
- Cooperative - Fluent in speaking
- Decisive - Knowledgeable about group task
- Dependable - Organized (administrative ability)
- Dominant (desire to influence others) - Persuasive
- Energetic (high activity level) - Socially skilled

- Persistent
- Self-confident
- Tolerant of stress
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- Willing to assume responsibility skills
Note.Adapted from Stogdill (1974)
The behavior theory concentrates on what leaderattier than the traits they exhibit.

McGregor (1960) wrote a book based on Maslow’san@ry of needs and came up with two
leadership management styles Theory X (authorithaad Theory Y (participative). The
managerial grid developed by Blake and Mouton (193@used on task (production) and
employee (people) as managers, as well as comtmsatif the two extremes. The situational
leadership theory (Hersey & Blanchard, 1982) rexpugertain leadership styles to match the
organization, such as autocratic or democraticnti@gency theory refines situations to identify
the situation and variable to predict the effecteadership style to match the circumstance
(Bolden et al., 2003). Table 3 provides a synthesihe framework for transactional and
transformational leadership.

Table 3

Leadership and Management as Transactional and Sfaamational

Framework Transactional Transformational
Role of Manager and Planner Visionary
Leader Organizer Innovator
Controller Influencer
Monitor Mentor
Coordinator Facilitator
Producer Coach and Guide
Director Moral, Ethical Leader
Overlap of Management  Gets things done, i.e., Gets things done, i.e.,
and Leadership accomplishes goals through accomplishes goals through

people — influences plans, people — influences plans,
organizes, builds systems to organizes, builds systems to

encourage successful encourage successful
performance. Integrity, performance. Integrity,
professionalism, and professionalism, and

innovation reflect values of  innovation reflect values of

the organization and influencethe organization and

actions. influence actions.
Note.Adapted from Womack (n.d.)
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Leadership possesses a little of all the theobiestransformational leadership shows the
importance of the relationships.
Best Practices of Superintendents

Marzano (2012) identified five domains of effectieadership practices that include:
data-driven focus on student achievement, contisiraprovement of instruction, viable
curriculum, cooperation and collaboration, and sipege school climate. Some high performing
schools included improved quality teaching andrisy, support for a system type model, and
clear and collaborative relationshig&annon & Bylsma, 2004). Effective school leatgrs
responsibilities include the traditional task di@éntly managing students and staff with
instructional strategies and improved communitylagment (Whitaker, 2002).

Collaboration that is strengthened between thersitpadent and the principal can lead
to data-driven decisions (West, 2011). Researchears as DuFour, who created a framework
centered on three big ideas along with four quastaf collaboration, have developed a system
that many schools use to guide the collaboratieegss. The three big ideas include: clarity of
purpose, collaborative school culture, and a fausesults. The four critical questions of the
PLC model drive the conversations of the meetinyhat do we want students to learn?
(Planning and pacing instruction); How will we kndwhey have learned it? (Collect data);
What do we do if they do not learn it? (Intervenyicand, What do we do if they do learn it?
(Enrichment; DuFour, DuFour, Eaker, & Karhanek, 200

The professional learning community (PLC) givesosit a process to build teacher
capacity as collaborative teams that focus on impgpstudent learning. According to Eaker,

DuFour, and DuFour (2002), the framework of the Fh@lel has schools focused on having a
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shared mission, vision, values, and goals; colkaper teams that work interdependently to
achieve common goals; and a focus on results fatiraoous improvement (Eaker et al., 2002).
Schools using the PLC model work to have a focubk wicollaborative culture and use results to
improve instructional strategies. During collaim@team meetings, teachers share concerns,
reflect on teaching strategies, and make decisiassd on data. Marzano (2012) stated the
collaboration process has five responsibilitieslmtrict leadership from managing
organizations, building capacity in others, resdlisen decisions, creating values in the culture,
defining a clear instructional focus, and ensuangountability.

Improving the collaboration process with principeds provide them support needed.
Principals need leadership support with the demahgseparing students for the®2dentury
(Zhao, 2012). If a principal feels a sense ofdiom, then they are getting direct support
(Cudeiro, 2005). Principals need ongoing supguogh-quality mentoring, and professional
development to create growth in their own careéh wie evolving needs of schools (Hesbol,
2012).

In 2011, theAmerican School Board Journalentified best practices with today’s
superintendents. The primary goal and missiorclbals is student achievement and this focus
is a challenge for superintendents due to the tioresuming nature of the job (Harris & Hopson,
2011). These best practices include team builadegponding to changing times, understanding
school reform, action for student results, and ustdading people are more important than
programs (Harris & Hopson, 2011).

Conclusion
The history and process of how the superintendesitipn was formed can assist in

better understanding the leadership roles and nsdpibities of collaboration rather than
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management. The literature review offered resefanctfuture superintendents on effective
characteristics for a successful school distrAamerica’s schools depend on the effectiveness of
school superintendents. The superintendent posiéiquires a creative and visionary person
who can adapt to social change and diversity irptilations (AASA, 1993). Limited
information exists on the relationship needed t&t peepare students for the 21st century
between the principals and the superintendentlafr(?005) discussed the professional learning
culture in which “teams of people create and dawaear, coherent strategy” (p. 43). He
suggested that “collective moral purpose” (p. 43ssential to sustained reform.

The moral imperative means that everyone has amnsgulity for changing the larger

education context for the better. District leadarsst foster a culture in which school

principals are concerned about the success of eehigol in the district, not just their

own. (Fullan, 2005 p. 43)

Leadership of school districts has been provenitigno longer just top down
management. Decision making among teachers, astnaitars, community members, and
businesses is crucial for creating and sustainisigcaessful school system. Leadership must be
effective at all levels starting with collaboratibatween superintendent and principal (Kowalski,
2010). Superintendents should lead through vaaehing (Cunningham, 1985). Simpson
(2004) identified education in this statement:

Public education reduces opposition to wealth texedy teaching students that

redistribution, public works, and democracy areAlngerican way. War and crisis

increases the size of government. Public educéitsius we need government all the

time. Public education introduces the mantraseohakcracy to the young. (para. 15)
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CHAPTER 3

METHODOLOGY

This chapter discusses the research methodolotpding the problem, research
guestions, null hypotheses, research design aadsdatces, populations of the study, the data
collection process, instruments used, and thesstati analysis. The purpose of this study was
to identify differences in principal and superirdent perceptions on effective characteristics of
superintendents. The effective characteristicewdgntified through the literature review. The
collaborative relationship between superintendantsprincipals is imperative for maximum
student achievement in school districts (Leithwebdl., 2004). The principal needs guidance
and training from the superintendent in order tienaffective change (Hord & Czerwinski,
1991).

Problem

This study researched effective characteristicsghacipals and superintendents most
value in superintendents. The role of the supemniiént has changed from manager to
collaborator to improve the success of schoolsseReh on school leadership showed that
effective characteristics that appeared to maxirsiadent achievement were collaboration and
intentional interaction between the superintendeot the principal. Schools needed to have not
only the leadership of knowledgeable, highly skijland visionary superintendents, but

principals as well. Exceptional school leaderstops not develop by working in isolation
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(West, 2011). Research on identifying these dffeatharacteristics in this study includes the

2011 ISLLC standards, major leadership theoristléeship paradigms, and best practices, such

as the five identified domains of effective leatdgpgoracticesdata-driven focus on student

achievement, continuous improvement of instructieable curriculum, cooperation and

collaboration, and a positive school climate (Maza2012).

Resear ch Questions

The study was guided by the following questionbede questions were tested using the

electronic website Qualtrics survey instrument.

1.

Is there a significant difference of percepsit@tween superintendents and principals
regarding effective characteristics for superingend in the area of vision, values,
and goals based on position type?

Is there a significant difference of perceptibasnveen superintendents and principals
regarding effective characteristics for superingensd in the area of vision, values,
and goals based on location type?

Is there a significant difference of perceptibasnveen superintendents and principals
regarding effective characteristics for superingensd in the area of vision, values,
and goals based on respondent’s years of employimentrent position?

Is there a significant difference of perceptibasnveen superintendents and principals
regarding effective characteristics for superintarid in the area of management
skills based on position type?

Is there a significant difference of perceptibesnveen superintendents and principals
regarding effective characteristics for superintarid in the area of management

skills based on location type?
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Is there a significant difference of perceptibesnveen superintendents and principals
regarding effective characteristics for superintarid in the area of management
skills based on respondent’s years of employmeatiirent position?

Is there a significant difference of perceptibasnveen superintendents and principals
regarding effective characteristics for superintensd in the area of collaboration

skills based on position type?

Is there a significant difference of perceptibesnveen superintendents and principals
regarding effective characteristics for superintensd in the area of collaboration

skills based on location type?

Is there a significant difference of perceptibesween superintendents and principals
regarding effective characteristics for superintensd in the area of collaboration

skills based on respondent’s years of employmeatiirent position?

10. Is there a significant difference of percepibetween superintendents and principals

between superintendents and principals regardiiegtefe characteristics for

superintendents in the area of instructional lestdprskills based on position type?

11. Is there a significant difference of percemibetween superintendents and principals

regarding effective characteristics for superintand in the area of instructional

leadership skills based on location type?

12. Is there a significant difference of percemibetween superintendents and principals

regarding effective characteristics for superintand in the area of instructional
leadership skills based on respondent’s years pf@ment in current position?

Null Hypotheses

Hol. There is no statistically significant differenaf perceptions between
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superintendents and principals regarding effeatheracteristics for superintendents in the area
of vision, values, and goals based on position.type

Ho2. There is no statistically significant differenaf perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of vision, values, and goals based on location.type

Ho3. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of vision, values, and goals based on respondge&ss of employment in current position.

Ho4. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of management skills based on position type.

Ho5. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of management skills based on location type.

Ho6. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of management skills based on respondent’s yeampfoyment in current position.

Ho7. There is no statistically significant differenaf perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of collaboration skills based on position type.

Ho8. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area

of collaboration skills based on location type.
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Ho9. There is no statistically significant differenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of collaboration skills based on respondent’s yedemployment in current position.

Ho10. There is no statistically significant diffeocenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of instructional leadership skills based on poasitigpe.

Holl. There is no statistically significant diffeocenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of instructional leadership skills based on loaatigpe.

Hol2. There is no statistically significant diffeoenof perceptions between
superintendents and principals regarding effeatheracteristics for superintendents in the area
of instructional leadership skills based on resgmtid years of employment in current position.

Resear ch Design

According to Creswell (2011), a quantitative desidifizes a survey or experimental
instrument to gain information. Creswell statedl th quantitative design is “an inquiry into a
social or human problem based on testing a themmposed of variables, measured with
numbers, and analyzed with statistical procedumesrder to determine whether the predictive
generalizations of the theory hold true” (p. 10The literature research contained in Chapter 2
contributed to the framework for this inquiry. $hatudy was conducted using an electronic
website-based Qualtrics survey instrument. Indfutaic school superintendents and principals
were surveyed to determine their perceptions @&uotiffe characteristics of superintendents.

Submissions of individual's perceptions remainenficiential.
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Population of Study

Principals and superintendents of the 288 Indiardip school corporations were
surveyed for this study (Indiana Department of Edion, 2014). Each school district had one
superintendent and 2,300 principals employed irstage of Indiana who were eligible to
participate in the survey for the data collectioogess (Indiana Department of Education, 2014).

I nstrumentation and Data Sour ces

The survey was developed based on a review oftdratlure identified effective
characteristics of superintendents. The parti¢genere asked to complete a Likert-type scale
survey framed around the effective characteristicaiperintendents. The Likert scale is
attributed to Rensis Likert, who developed thidhiteque for the assessment of attitudes (Gliem
& Gliem, 2003). Mclver and Carmines (1981) desedibhe Likert scale as

a set of items, composed of approximately an equiaber of favorable and unfavorable

statements concerning the attitude object, is givemgroup of subjects. They are asked

to respond to each statement in terms of their d@gree of agreement or disagreement.

Typically, they are instructed to select one oéfresponses: strongly agree, agree,

undecided, disagree, or strongly disagree. Thefspeesponses to the items are

combined so that individuals with the most favoeadititudes will have the highest

scores while individuals with the least favoralde nfavorable) attitudes will have the

lowest scores. While not all summated scales r@a&t@®d according to Likert’s specific

procedures, all such scales share the basic lsgacated with Likert scaling. (pp. 22-

23)
The surveys consisted of two sections—one secs&academographic information and the

other was perceptions of effective characteristes, Appendix B. The effective characteristics
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stem from the review of the literature on best ficas, to include, leadership theories and
leadership paradigms. The 2011 ISLLC standardsiafsrmed the contents of the survey.
Data Collection Process
Each of the 288 Indiana public school district sugendents was contacted to
participate in this survey. An electronic lettAppendix C) outlining this study was sent to the
superintendents of each school district in Indiand each principal requesting they complete the
study. Principal e-mail addresses were obtainexligh the Indiana Department of Education
(2014). The survey was conducted in the summ20df. An e-mail with a cover letter
(Appendix C) linking the Qualtricslectronic survey website was sent to all the sof@rdents
and principals to participate in this study. Tétdr explained the purpose of the study and
contain directions about how to access the surieethe electronic website Qualtrics survey
instrument. The letter further explained thatrbgpondent’s identity would be kept
confidential. No record of a participant’s |.Pdaelss was kept. Participants were also informed
that their participation would be voluntary andytlveuld discontinue participating in the survey
at any time. A follow-up e-mail was sent 10 dafgerahe survey was initially distributed to
remind the potential participants to complete thway (Appendix D).
Content Validity
The survey’s ability to accurately assess the itgpme of each factor in the four sections
was validated. Creswell (1994) recommended sevegs to establish validity to ensure the
study measures what it is intended to measure te@bwalidity is the ability to measure the
content that is to be studied by the researchers{@ll, 1994). Content validity was established
by surveying several leaders outside of the sammbellation mentioned in this study. These

individuals reviewed the survey questions to deieenf the purpose of the study was
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addressed. Content validity for this study was alstablished through a review of research
related to the topic as found in Chapter 2.
Survey Reliability

Survey reliability is used to look for consisteranyd stability of the research instrument.
A study is said to be high in reliability if it pdoces similar results under consistent conditions
(Creswell, 1994). The results of the survey respsrwere analyzed to determine reliability.
Cronbach developed the alpha construct in 195Xdwigle a measure of the internal consistency
of a test or scale (Tavakol & Dennick, 2011). in#&d consistency describes the extent to which
all the items in a test measure the same cond®pen using Likert-type scales, it is imperative
to calculate and report Cronbach’s alpha coefficieninternal consistency reliability for any
scales or subscales. Cronbach’s alpha relialmtigfficient normally ranges between 0 and 1.
The closer Cronbach’s alpha coefficient is to hédreater the internal consistency of the items
in the scale (Gliem & Gliem, 2003).

Statistical Analysis

For each of the research questions found withsmghidy, the analysis of variance
(ANOVA) results provided evidence whether signifitdifferences exist on the dependent
variables among different groups (independent béa&). The dependent variables were
perceptions of the effective characteristics oheafcthe four sections: vision, values, and goals,
collaboration skills, management skills, and instinnal leadership. These four areas were
developed from the research of the ISLLC standarfus;acteristics of the leadership theorist,
characteristics of leadership paradigms, charatiesiof best practices of school leadership. In
order to examine these dependent variables foranfial testing, the Likert values of the five

guestions from the survey were combined into a asig score for each area. These composite
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scores were used as the dependent variables forfénential tests.

The independent variable of position type had texels: principal or superintendent.
The independent variable of demographic locatiahtheee levels: suburban, urban, or rural.
The independent variable of experience in the jpostiad four levels: 1-5 years, 6-10 years, 11-
15 years, and 16+ years. ANOVA inferential tess waed to analyze the data from the study.
Before conducting an ANOVA, the sample was evallitbeverify that all of the assumptions of
ANOVA (independent observations, normally distréipopulations, and homogeneous
variances) were satisfied.

Summary

A guantitative study was conducted to addressdblearch questions focusing on the
effective characteristics of the superintenderduyh the principals’ perception. Indiana public
school superintendents and principals were idewctifor potential participation and an electronic
website survey collection was provided to thoseigpants. All ANOVA results are provided

in Chapter 4.
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CHAPTER 4

ANALYSIS OF DATA

The main purpose of this quantitative study waddtermine the effective characteristics
that principals most value in superintendentsndipals need leadership and guidance to lead a
school to the best of their ability. The effectolearacteristics of superintendents in this study
consisted of research of the ISLLC standards, kshgetheorist, paradigms, and best practices.
“Research on educational leadership shows a stromrglation between the quality of the
district leadership and achievement of the schmitidt” (Waters & Marzano, 2006, p. 11). The
role of the superintendent has evolved through@ibty from manager to collaborator. Instead
of managing finances and balancing resources hiftehgis directed towards a vision of student
achievement in the district. “The superintendeostibe relationship-centered, focused on a
vision of student achievement, have involvemenhwstakeholders, foster teamwork, and build
strong relationships” (Phillips & Phillips, 2007, 42). Superintendents must commit to create
strong collaborative relationships with the leaderthe district to create systematic plans. The
responsibility of teaching and learning for studesmid what goes on in classrooms is no longer
just the building leader’s responsibility (Full&911).

This study used survey methodology to gather data Superintendents and principals
working within public school corporations in that& of Indiana. Superintendents and principals

were asked what their perceptions were regardifegtefe characteristics of superintendents.
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| developed the Effective Characteristics Surveguantitatively measure the
perceptions of superintendents and principals tectye characteristics of superintendents. The
survey components of the ISSLC standal8S(C standards, 201,lgducational theories,
paradigms, and researched best practices wereogpedefrom the review of the literature from
previous similar research.

The Effective Characteristics Survey consisted3®it@ms and was organized into two
parts. Part | asked respondents to identify if there a superintendent or principal, the number
of years of experience in education, the enrollneéihe district, and the demographic location
of the school district. Part Il asked the respaonsliéheir perceptions of 20 effective
characteristics of superintendents. Each questamconstructed from research from the four
areas of vision, management, collaboration, antluogon. For each characteristic, the
respondents were asked to mark the level of thefgignce on a Likert-like scale of 1-6. A
mark of a 1 on the Likert scale reflected the syparticipant strongly disagreed that the
characteristic was effective for superintendertsnark of a 6 on the Likert scale reflected the
survey participant strongly agreed that the charatic was needed in order to be an effective
superintendent.

The sampling protocol was followed as describeGhapter 3. E-mail invitations to
participate were sent every superintendent anctipahin all public schools in the state of
Indiana. The e-mail addresses of public schootsofndents and principals were obtained
from the Indiana Department of Education. A tatia?,307 surveys were distributed with 383
sent to superintendents and 1,924 to principalst 0D2,307 surveys e-mailed, 373 were
completed utilizing the online survey created i@ Qualtrics software.

To estimate the reliability of the four dependeatiables found within the inferential
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test, a Cronbach’s alpha was utilized. The temtires an alpha value of at least .6 in order to
demonstrate internal consistency among the questareach area (King, Rosopa, & Minium,
2011). If the dependent variables did not reach.tthreshold, they were removed from
inferential testing. Among the questions in thevey that dealt with the area of vision, the
Cronbach’s alpha score was .660. The managemerrd s@s .539, thus, the inferential
guestions within this study were not tested dutaeédow level of internal consistency. The
collaboration score was .609. The instruction alias .710. The inferential tests that were
planned within this study were conducted for visioollaboration, and instruction. The
descriptive data for management is provided withenext section to provide some insight into
the area, but conclusions from this area canndbineulated due to a lack of reliability in this
section of the survey.
Descriptive Analysis

Data were collected and then entered into SPS#a@ftto report the perceptions of
superintendents and principals on effective charestics of superintendents. An analysis of the
data was conducted on the perceptions based otiopaspe, demographics, and level of
experience. For the sampling population for thislg, the data analysis showed total
respondents. Within the total respondebis] (31.4%) were superintendents, 866 (68.6%)
were principals. For location type, 182 (48.8%gp@ndents reported rurdls4 (41.3%)
reported suburban, and 37 (9.9%) reported urban.y@ars of experience, 137 (36.7%) reported
1-5 years, 120 (32.2%) 6-10 years, 46 (12.3%) 1yeHss, and 70 (18.8%) reported 16 or more
years.
Vision Descriptive (Whole Sample Data)

Respondents had six choices to select from whgronelng to each question. The



48

choices were 1 Strongly Disagree? =Disagree 3 = Somewhat Disagred,=Agree,5 =
Somewhat Agre®, = Strongly Agree An analysis was conducted to determine the p&orep
on characteristics of superintendents with visidhe five survey questions on vision focused on
e implementation and development,
e building trust,
e structuring a safe learning environment, and
e having set goals, and possess leadership traits.
The highest rated three whole sample responsestmsteM = 5.75,SD= .615; implementation
and development of the visioM, = 5.62,SD= 7.18; and setting high goaM,= 5.61,SD=
.627. Overall, the vision composite score rangechfa minimum of 11 and a maximum of 30,
M = 28.14,SD= 2.09.
Management Descriptive (Whole Sample Data)

Respondents had six choices to select from whgronelng to each question. The
choices were 1 Strongly Disagree? =Disagree 3 = Somewhat Disagred,=Agree,5 =
Somewhat Agre®, = Strongly Agree In the descriptive whole sample, data for the ag@ment
sample were listed in response to the questiomsaralysis was conducted to determine the
perceptions on characteristics of superintenderitsr@gard to management. The five survey
guestions on management focused on

e analyzing data,

e making genuine decisions,

e adjust leadership style based on situations,
e setting objectives to organize with, and

e inspiring others to follow goals.
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The highest rated whole sample responses were mgkimuine decision$) = 5.52,SD=.724;
analyzing dataM = 5.27,SD= .788; and inspiring others to follow godi$=5.09,SD= .918.
Overall the management composite score rangeddrormimum of 15 to a maximum of 3§,
=25.32,SD=2.74.

Collaboration Descriptive (Whole Sample Data)

Respondents had six choices to select from whgronelng to each question. The
choices were 1 Strongly Disagree? =Disagree 3 = Somewhat Disagred,=Agree,5 =
Somewhat Agre®, = Strongly Agree In the descriptive whole sample, data for théataration
sample were listed in response to the questiomsaralysis was conducted to determine the
perceptions on characteristics of superintenderitsasllaboration. The five survey questions
on collaboration focused on

¢ having a servant leadership style,

e communicating with stakeholders,

e good working relationship with the principal, and

¢ visibility among schools and the community, andcateea culture of collaboration.
The highest rated whole sample responses werewordng relationship with the principal)
=5.72,SD= .513; communicating with stakeholdeké= 5.53,SD= .662; and creating a
collaboration cultureM = 5.48,SD= .625. Overall, the collaboration composite scareged
from a minimum of 18 to a maximum of 3d,= 27.57,SD= 2.09.
Instructional L eadership Skills Descriptive (Whole Sample Data)

Respondents had six choices to select from whgronelng to each question. The
choices were 1 Strongly Disagree? =Disagree 3 = Somewhat Disagred,=Agree,5 =

Somewhat Agre®, = Strongly Agree In the descriptive whole sample, data for thedamere
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listed in response to the questions. An analysis @onducted to determine the perceptions on
characteristics of superintendents with instructldeadership skills. The five survey questions
on instructional strategies focused on

e developing skills in order to be globally compettin the world,

e provide professional development around districlgo

e involve rewards and recognition with staff,

e challenge all staff members, and

e improve instructional strategies used in the clawsr.
The highest rated whole sample responses wereda@vofessional developmei,= 5.41,SD
=.707; develop skills to be globally competitikd = 4.99,SD= .786; and challenge staff
membersM = 4.81,SD= .934. Overall the instructional leadership skitsnposite score ranged
from a minimum of 14 to a maximum of 3@,= 24.28,SD= 2.98.

Descriptive Analysis Position Type

Descriptive Data (Superintendents)

A total of 117 superintendents were included ingample. The sample was filtered so
only superintendent’s responses were examinedhilihe superintendent responses, there
were 70 rural (59.8%), 43 suburban (36.8%), and toban (3.4%). Superintendent participants
were also filtered by years of experience, withr&3orting 1-5 years (45.3%), 35 with 6-10
years (29.9%)three reporting 11-15 years (11.1%), and 16 witloil@ore years of experience
of experience (13.7%).

Vision Descriptive Data (Superintendents)
Table 4 lists the responses of the descriptive fatdhe superintendents’ sample in

relation to vision. The highest rated three superident sample responses were tidst,5.75,
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SD=.615; implementatioriyl = 5.62,SD= 7.18; and safetyl = 5.61,SD= .601. Overall the
vision composite score range was from a minimurhfo a maximum of 30 with = 28.15,
SD=1.86. When comparing the superintendent higtaestl responses to the whole sample,
both perceived trust and implementation of a visioored the highest. However,
superintendents perceived a safe learning envirahasean effective characteristic compared to
the whole sample of setting high goals as the thigtiest.

Table 4

Superintendent Views on Vision

Vision M SD

Implementation and development 5.65 674
Increase trust 5.74 .607
Structure safe learning environment 5.61 .601
Set high goals and expectations 5.60 .631
Possess strong leadership traits 5.56 579
Composite 28.15 1.860

Management Descriptive Data (Superintendents)

Table 5 lists the responses of the descriptive fatdne superintendent’s sample in
relation to management. The highest rated supgeriieint sample responses were genuine
decisionsM = 5.46,SD= .760; dataM = 5.33,SD=.731; and inspire others| = 5.00,SD=
.881. Overall the management composite score naagdrom a minimum of 17 to a maximum

of 30,M = 24.97,SD= 2.88. When comparing the superintendent higtaetl responses to the
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whole sample, both perceived genuine decision-ngakiata analysis, and inspiring others as the
highest rated three highest characteristics needed.
Table 5

Superintendent Views on Management

Management M SD

Analyzing data 5.33 731
Making genuine decisions 5.46 .760
Adjust leadership style for situations 4.74 1.210
Set objectives for organization 4.44 1.130
Inspire others to follow goals 5.00 .881
Composite 2497  2.880

Collaboration Descriptive Data (Superintendents)

The lists in Table 6 contain the responses of #seiptive data for the superintendent
sample with regard to collaboration. The highattd three superintendent sample responses
were relationship with the principay = 5.63,SD= .551; communicating with stakeholdeiks,
= 5.44,SD= .700; and collaboration culturel = 5.44,SD= .636. Overall the collaboration
composite score range was from a minimum of 20rt@&imum of 30M = 27.30,SD= 2.05.
When comparing the superintendent highest ratgubreses to the whole sample, both perceived
working with the principal, communicating with stdolders, and creating a collaboration

culture as the highest rated three highest charsiits needed.
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Table 6

Superintendent Views on Collaboration

Collaboration M SD

Having a servant leadership style 5.35 .834
Communicating with stakeholders 5.44 .700
Good working relationship with the principal 5.63 551
Visibility among schools 5.44 .662
Creating a culture of collaboration 5.44 .636
Composite 27.30  2.050

Instructional Leadership Skills Descriptive Data (Superintendents)

The responses listed in Table 7 of the descripgtata for the superintendent sample
regarding instructional leadership skills. Thehagt rated three superintendent sample
responses were provide professional developnvnrt5.30,SD= .660; develop skills to be
globally competitiveM = 4.93,SD= .848; and challenge staff membeavsz 4.79,SD= .963.
Overall the instructional leadership skills comp@sicore range was from a minimum of 15 and
a maximum of 30M = 24.00,SD= 3.07. When comparing the superintendent higtaést
responses to the whole sample, both perceivedgwiofeal development, developing skills to be

globally competitive, and challenge staff as thed¢hhighest characteristics needed.
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Table 7

Superintendent Views on Instructional Leadershif)sSk

Instructional Leadership Skills M SD

Develop skills to be globally competitive 4.93 .848
Provide professional development 5.30 .660
Rewards and recognition with staff 4.44 1.070
Challenge staff members 4.79 .963
Classroom instructional strategies 4.50 943
Composite 24.00 3.070

Descriptive Data (Principals)

A total of 256 principals participated in the studye sample was filtered so only
principal’s responses were examined. Within thiegipal’s responses, there were 112 suburban
(43.8%), 111 suburban (43.4%), and 33 urban (12.9Pke sample of the principals was also
broken up by years of experience, 84 reported &absy(32.8%), 85 reported 6-10 years
(33.2%), 33 reported 11-15 years (12.9%), and pdrted 16 or more years (21.1%).

Vision Descriptive Data (Principals)

The descriptive data in Table 8 lists the respofmethe principal’'s sample in relation to
vision. The highest rated three principal samegponses were trud, = 5.75,SD= .620; goals
and expectation®/ = 5.62,SD=.627; and implement the visioi, = 5.61,SD=.738. Overall,

the vision composite score ranged from a minimurhlofo a maximum of 30 = 28.15,SD=
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1.86. When comparing the principal highest ragsponses to the whole sample, both perceived
trust, setting high goals and expectations, andamentation and development of the vision as
the three highest characteristics needed.

Table 8

Principal Views on Vision

Vision M SD

Implementation and development 5.61 .738
Increase trust 5.75 .620
Structure safe learning environment 5.55 .667
Set high goals and expectations 5.62 .627
Possess strong leadership traits 5.60 .612
Composite 28.13 2.819

Management Descriptive Data (Principals)

Table 9 lists the responses of the descriptive fatdne principal’'s sample in relation to
management. The three highest rated principal karapponses were making genuine
decisionsM = 5.46,SD= .760; analyzing dat&] = 5.33,SD=.731; and inspire others to follow
goals,M = 5.00,SD=.881. Overall, the management composite scomgedfrom a minimum
of 17 to a maximum of 30 = 24.97,SD= 2.88. When comparing the principal highest rated
responses to the whole sample, both perceived makinuine decisions, analyzing data, and

inspiring others to follow goals as the three hgjlaharacteristics needed.
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Principal Views on Management
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Management M SD

Analyzing data 5.33 731
Making genuine decisions 5.46 .760
Adjust leadership style for situations 4.74 1.210
Set objectives for organization 4.44 1.130
Inspire others to follow goals 5.00 .881
Composite 24.97 2.880

Collaboration Descriptive Data (Principals)
The lists of the responses in Table 10 contairddseriptive data for the principal’s

sample in relation to collaboration. The higheséd three principal sample responses were

good working relationship with the princip,= 5.63,SD= .551; communicating with

stakeholderaM = 5.44,SD= .700; and creating a culture of collaboratibhs 5.44,SD= .636.
Overall, the collaboration composite score rangechfa minimum of 20 to a maximum of 34,
=27.30,SD= 2.05. When comparing the highest rated prindipspponses to the whole sample,

both perceived good working relationship with thmg@ipal, communicating with stakeholders,

and creating a culture of collaboration as theehmighest characteristics needed.
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Table 10

Principal Views on Collaboration

Collaboration M SD

Having a servant leadership style 5.35 .834
Communicating with stakeholders 5.44 .700
Good working relationship with the principal 5.63 551
Visibility among schools 5.44 .662
Creating a culture of collaboration 5.44 .636
Composite 27.30 2.050

Instructional Leadership Skills Descriptive Data (Principals)

Table 11 lists the responses of the descriptiva ftatthe principal’s sample in relation to
instructional leadership skills. The highest rgpeidcipal sample responses were provide
professional developmeni] = 5.30,SD= .660; develop skills to be globally competitiié =
4.93,SD=.848; and challenge staff membeavsz 4.79,SD= .963. Overall, the instructional
leadership skills composite score ranged from ammim of 15 to a maximum of 30) = 24.00,
SD=3.07. When comparing the principal responsekdavhole sample, both perceived
professional development, develop skills to be gliyicompetitive, and challenge staff

members as the three highest characteristics needed
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Table 11

Principal Views on Instructional Leadership Skills

Instructional Leadership Skills M SD

Develop skills to be globally competitive 4.93 .848
Provide professional development 5.30 .660
Rewards and recognition with staff 4.44 1.070
Challenge staff members 4.79 .963
Classroom instructional strategies 4.50 943
Composite 24.00 3.070

Descriptive Analysis by L ocation

Descriptive Data for L ocation

Data were collected and entered into SPSS softiwatle total number of respondents

by location to report the perceptions of superid&ms and principals on effective characteristics

of superintendents. The sample was filtered byatgaphic location of rural (less than 2,500),

suburban (2,501-250,000), and urban (250,001 oe)ndfor the whole sample of location, 182

respondents reported rural (48.8%4H4 reported suburban (41.3%), and 37 reportechurba

(9.9%). Of the superintendents who responded, &@ wom rural locations (59.8%), 43 were

from suburban locations (36.8%), and four were frotyan locations (3.4%). The total number

of principals that responded by location were 1ir2Ir(38.5%), 111 suburban (72.1%), and 33
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urban (89.2%). For years of experience by thoseiburban locations, the total whole sample
respondents totaled 154. For levels of experigmtize suburban location, 55 reported 1-5 years
(35.7%), 46 reported 6-10 years (29.9%), 22 regdalte 15 years (14.3%), and 31 reported 16 or
more years (20.1%). For years of experience addiurespondents by location, the total whole
sample respondents were 37. For experience leféte respondents for the urban location, 13
reported 1-5 years (35.1%), 15 reported 6-10 ye#x$%), 2 reported 11-15 years (5.4%), and
seven reported 16 or more years (18.9%). For yadagperience by rural location, the total
whole sample respondents totaled 182. For expezilavels of rural respondents 69 reported 1-
5 years (37.9%), 59 reported 6-10 years (32.4%jep8rted 11-15 years (12.1%), and 32
reported 16 or more years (17.6%).

Vision Descriptive Data by L ocation (Rural)

Table 12 lists the superintendent’s and principa&ponses of the descriptive data by
location for rural respondents in relation to wisiol'he highest rated sample responses of
superintendents and principals were trivst; 5.75,SD= .659; implementation and
developmentM = 5.57,SD= .659; and possess strong leadership tidits,5.53,SD= .628.
Overall, the vision composite score ranged from@mum of 19 to a maximum of 30) =
27.8,SD=1.91. When comparing the superintendent’s amtipal’s location of rural
respondents to the whole sample of superintend@entprincipals responses each perceived trust
as the highest effective characteristic needec penceived differences were in the
superintendent’s and principal’s location of rufeat rated implementation and development and
possess strong leadership traits as the most iamgarharacteristics needed; however, the whole
sample of superintendents and principals percamgtementation and development of the

vision and setting high goals as the predominaatattteristics needed.
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Table 12

Views on Vision by Location for Rural Respondents

Vision M SD

Implementation and development 5.57 .659
Increase trust 5.75 .556
Structure safe learning environment 5.51 .646
Set high goals and expectations 5.52 .610
Possess strong leadership traits 5.53 .628
Composite 27.88 3.020

Management Descriptive Data by L ocation (Rural)

Table 13 lists the superintendents and principessdptive data by location for
management. The most highly rated sample respahseperintendents and principals were
making genuine decisionl| = 5.54,SD=.799; analyzing datd/ = 5.20,SD=.799; and
inspire others to follow goal$) = 5.01,SD= .898. Overall, the management composite score
ranged from a minimum of 15 to a maximum of BDs 25.07,SD= 2.78. When comparing
superintendent’s and principal’s location of rinedponses to the whole sample of
superintendents and principals both perceived ngagg@nuine decisions, analyzing data, and

inspiring others to follow goals as the most higétiective characteristics needed.
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Table 13

Views on Management by Location of Rural Resposdent

Management M SD

Analyzing data 5.20 .799
Making genuine decisions 5.54 591
Adjust leadership style for situations 4.74 1.180
Set objectives for organization 4.58 1.020
Inspire others to follow goals 5.01 .898
Composite 25.07 2.780

Collaboration Descriptive Data by L ocation (Rural)

Descriptive data in Table 14 reflects the respon$asiperintendent’s and principal’s
location of rural in relation to collaboration. &@most highly rated sample responses of
superintendents and principals were good workitegiomship with the principaM = 5.74,SD
= .463; visibility among school$) = 5.48,SD= .671; and communicating with stakeholdéfs,
=5.45,SD=.609. Overall, the collaboration composite secargged from a minimum of 20 to a
maximum of 30M = 27.46,SD= 1.98. When comparing the superintendents’ anttipals’
location of rural responses to the whole sampkupkrintendents and principals both perceived
good working relationship with the principal androounicating with stakeholders as the most
highly rated highest characteristics needed. Hregived differences of superintendents and

principals by location of rural respondents ratesibiity as the characteristics needed; however,



62

the whole sample of superintendents and principaiseived creating a collaboration culture as
the most highly valued characteristic needed.
Table 14

Views on Collaboration by Location of Rural Respemid

Collaboration M SD

Having a servant leadership style 5.44 797
Communicating with stakeholders 5.45 .609
Good working relationship with the principal 5.74 463
Visibility among schools 5.48 671
Creating a culture of collaboration 5.35 671
Composite 27.46 1.980

Instructional Descriptive Data by L ocation (Rural)

Table 15 lists the superintendent’s and principa&ponses of the descriptive data by
location. The most highly rated sample responsesipérintendents and principals were provide
professional developmeni¥] = 5.37,SD= .623; develop skills to be globally competitiié =
4.86,SD=.848; and challenge staff membeavsz 4.72,SD= .960. Overall, the instructional
strategies composite score ranged from a minimub®db a maximum of 30 = 23.82,SD=
3.02. Superintendents and principals in the locadiorural both rated the three most important
effective characteristics in the area of instrutfiwofessional development, develop skills to be

globally competitive, and challenge staff members.
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Table 15

Views on Instructional Leadership Skills by Locatad Rural Respondents

Instructional Leadership Skills M SD

Develop skills to be globally competitive 4.86 .795
Provide professional development 5.37 .623
Rewards and recognition with staff 4.56 1.020
Challenge staff members 4.72 .960
Classroom instructional strategies 4.31 944
Composite 23.82 3.020

Vision Descriptive Data by L ocation (Suburban)

Table 16 lists the superintendents and principegpaonses of the descriptive data by
location of suburban respondents in relation t@mwisThe three most chosen sample responses
of superintendents and principals were trivst 5.75,SD= .659; implementation and
developmentM = 5.57,SD= .659; and possess strong leadership trdits,5.53,SD= .628.
Overall, the vision composite score ranged fromi@mum of 11 to a maximum of 304 =
27.8,SD=1.91. When comparing the superintendents’ amtipals’ location of suburban to
the whole sample of superintendents and principatls perceived trust as the most important
characteristic needed. The perceived differene@e \m the superintendents and principals
sample by location of suburban rated implementadioth development and possess strong

leadership traits as the most critical characiessteeded; however, the whole sample of
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superintendents and principals perceived implentientand development of the vision and
setting high goals as the most critical charadiessieeded.
Table 16

Views on Vision by Location of Suburban Respondents

Vision M SD

Implementation and development 5.69 .719
Increase trust 5.69 726
Structure safe learning environment 5.58 674
Set high goals and expectations 5.71 .656
Possess strong leadership traits 5.64 579
Composite 28.31 2.360

Management Descriptive Data by L ocation (Suburban)

Table 17 lists the responses of suburban respandéstiperintendents and principals for
the descriptive data by location in relation to sgement. The three most frequent sample
responses by superintendents and principals wekengngenuine decision$) = 5.29,SD=
.812; analyzing dat& = 5.29,SD= .812; and inspire others to follow godi$=5.10,SD=
.916. Overall, the management composite scoreethfigm a minimum of 17 to a maximum of
30,M =25.41,SD= 2.77. When comparing the location of suburbapoadents’ of
superintendents and principals to the whole sawipéeiperintendents and principal, both
perceived making genuine decisions, analyzing @aid,inspiring others to follow goals as the

most common three highest characteristics needed.
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Table 17

Views on Management by Location of Suburban

Management M SD

Analyzing data 5.29 .812
Making genuine decisions 5.54 .818
Adjust leadership style for situations 4.86 1.080
Set objectives for organization 4.64 1.020
Inspire others to follow goals 5.10 916
Composite 2541 2.770

Collaboration Descriptive Data by L ocation (Suburban)

Table 18 lists the superintendent’s and principad&ponses of the descriptive data of
suburban relation to collaboration. The three rhagily chosen responses of the
superintendents and principals were good workitegiomship with the principaM = 5.66,SD
= .574; creating a collaboration cultuM=5.60,SD= .566; and communicating with
stakeholderdyl = 5.58,SD=.711. Overall, the collaboration composite scareged from a
minimum of 18 to a maximum of 30 = 27.46,SD= 1.98. When comparing the
superintendents’ and principals’ location of sulauribesponses to the whole sample of
superintendents and principals both perceived gaw#ting relationship with the principal,
creating a collaboration culture, and communicatiftty stakeholders, as the three most needed

characteristics needed.
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Table 18

Views on Collaboration by Location of Suburban

Collaboration M SD
Having a servant leadership style 5.28 .882
Communicating with stakeholders 5.58 711
Good working relationship with the principal 5.66 574
Visibility among schools 5.42 .703
Creating a culture of collaboration 5.60 .566
Composite 27.54 2.250

Instructional L eadership Skills Descriptive Data by L ocation (Suburban)

Table 19 lists the superintendent’s and principlaistion of suburban respondents in
relation to instructional leadership skills. Theshohosen three sample responses of
superintendents and principals were provide pradaatsdevelopmentyl = 5.44,SD=.792;
develop skills to be globally competitivid, = 5.14,SD=.795; and challenge staff membevk,
=4.86,SD= 1.08. Overall, the instructional leadershiplskiomposite score ranged from a
minimum of 14 to a maximum of 3®] = 24.63,SD= 2.88. When comparing superintendents’
and principals’ location of suburban response$i¢onthole sample of superintendents and

principals both perceived professional developmaexgelop skills to be globally competitive,

and challenge staff members as the three highasacteristics needed.
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Table 19

Views on Instructional Leadership Skills by Locatad Suburban

Instructional Leadership Skills M SD

Develop skills to be globally competitive 5.14 .795
Provide professional development 5.44 .792
Rewards and recognition with staff 4.64 941
Challenge staff members 4.86 1.080
Classroom instructional strategies 4.56 944
Composite 24.63 2.880

Vision Descriptive Data by L ocation (Urban)

Vision data analyzed in Table 20 lists the supendent’s and principal’s responses of
location of urban. The predominant chosen thregpgamesponses by superintendents and
principals were trustyl = 5.78,SD= .479; implementation and developmevitz 5.78,SD=

.277; and set high goals and expectatidhs, 5.70,SD= .520. Overall, the vision composite

score ranged from a minimum of 25 to a maximum®@MN8= 27.88,SD= 3.02. When

comparing the location of urban respondents of sof@mdents and principals to the highest

responses of the whole sample of superintendentpramcipals both perceived trust,

implementation and development, and setting higlisgand expectations as the three

characteristics needed.
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Table 20

Views on Vision by Location of Urban

Vision M SD

Implementation and development 5.59 .956
Increase trust 5.78 277
Structure safe learning environment 5.78 479
Set high goals and expectations 5.70 520
Possess strong leadership traits 5.65 .538
Composite 28.65 1.640

Management Descriptive Data by L ocation (Urban)

Table 21 lists the superintendent’s and principa&ponses of the descriptive data by
location of urban in relation to management. Tire¢ most important rated responses of
superintendents and principals were analyzing dé&ta5.49,SD= .559; making genuine
decisionsM = 5.46,SD= .900; and inspire others to follow godié= 5.38,SD= 2.23. Overall,
the management composite score ranged from a mmiofi22 to a maximum of 304 = 25.07,
SD=2.78. When comparing the location of urban reseots’ superintendents and principals
to the whole sample of superintendents and priteipaeth perceived making genuine decisions,
analyzing data, and inspiring others to follow goad the most frequent three highest

characteristics needed.
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Table 21

Views on Management by Location of Urban

Management M SD

Analyzing data 5.49 .559
Making genuine decisions 5.46 .900
Adjust leadership style for situations 4.89 1.220
Set objectives for organization 5.00 .782
Inspire others to follow goals 5.38 .982
Composite 26.22 2.230

Collaboration Descriptive Data by L ocation (Urban)

In Table 22 are the lists of the superintendenit rincipal’s responses of location of
urban for collaboration. The predominant threehbig sample responses of superintendents and
principals were good working relationship with gméncipal,M = 5.81,SD= .462;
communicating with stakeholdeid, = 5.65,SD= .676; and visibility among schodis = 5.65,
SD=.538. Overall, the collaboration composite scargged from a minimum of 23 to a
maximum of 30M = 27.46,SD= 1.98. When comparing the location of urban sapemdents’
and principals’ responses to the whole sample pésatendents and principals both perceived
good working relationship with the principal androounicating with stakeholders as the two
highest characteristics needed. The perceivedrdiites were in the superintendents and

principals sample by location of urban respondeiis rated visibility as the effective
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characteristics needed; however, the superinteadent principals whole sample perceived
creating a collaboration culture as the effectivaracteristic needed.
Table 22

Views on Collaboration by Location of Urban

Collaboration M SD

Having a servant leadership style 5.41 .832
Communicating with stakeholders 5.65 .676
Good working relationship with the principal 5.81 462
Visibility among schools 5.65 .538
Creating a culture of collaboration 5.65 484
Composite 28.16 1.890

Instructional L eadership Skills Descriptive Data by L ocation (Urban)

The descriptive data in Table 23 lists the supernidéent’s and principal’s responses by
location of urban in relation to instructional. élfpredominate three chosen sample responses of
superintendents and principals were provide pradaatsdevelopmentyl = 5.46,SD= .730;
develop skills to be globally competitivid, = 5.08,SD=.795; and challenge staff membevk,
=5.08,SD=.795. Overall, the instructional leadershiplskiomposite score ranged from a
minimum of 18 to a maximum of 3% = 23.82,SD= 3.02. When comparing superintendents’
and principals’ location of urban respondents’ oeses to the whole sample of superintendents
and principals both perceived professional devekmirdevelop skills to be globally

competitive, and challenge staff members as theethighest effective characteristics needed.
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Table 23

Views on Instructional Leadership Skills by Locatad Urban

Instructional Leadership Skills M SD

Develop skills to be globally competitive 5.08 .795
Provide professional development 5.46 .730
Rewards and recognition with staff 4.76 .895
Challenge staff members 5.08 .795
Classroom instructional strategies 4.70 .996
Composite 25.08 2.870

Descriptive Data for Experience

Data was collected and entered into SPSS softwaexjerience level to report the
perceptions of superintendents and principals tec#e characteristics of superintendents. The
total number of respondents reporting having 1-d&ryef experience was 137-53
superintendents (38.7%) and 84 principals (61.3@Wt of the 137 total respondents for 1-5
years of experience it was reported that 69 wena frural locations (50.4%), 55 were from
suburban locations (40.1%), and 13 were from utbeations (9.5%). The level of 6-10 years
of experience had a total number of respondent20f Thirty-five of those respondents were
superintendents (29.2%) and 85 were principal8¢a). Of the 120 total respondents having 6-
10 years of experience, 59 were from rural locati@¥®.2%), 46 were from suburban locations

(38.3%), and 15 were from urban locations (12.5%9)r 11-15 years of experience, the total
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number of respondents was 46, of which, 13 werersgndents (28.3%) and 33 were
principals (71.7%). Of the 46 total respondenthwil-15 years of experience, 22 were from
rural locations (47.8%), 22 were from suburban tioces (47.8%), and 2 were from urban
locations (4.3%). For 16 or more years of exp&eethe total number of respondents was 70, of
which, 16 were superintendents (22.9%) and 54 weneipals (77.1%). Of the 70 total
respondents for 16 or more years of experienceye32 from rural locations (45.7%), 31 were
from suburban locations (44.3%), and 7 were frobaanrocations (10.0%).

Vision Descriptive Data by Experience Level (1-5 Years)

Table 24 lists the superintendents and principasedptive data responses by experience
level 1-5 years. The three highest sample respafsagerintendents and principals were trust,
M = 5.72,SD= .593; set high goals and expectatiovis; 5.66,SD= .574; and possess strong
leadership traitdyl = 5.60,SD= .575. Overall, the vision composite score rarfgech a
minimum of 19 to a maximum of 3% = 28.07,SD= 1.92. When comparing superintendents’
and principals’ experience level of 1-5 years noashmon responses to the whole sample of
superintendents and principals both perceived mdtimplementation and development were
reported as the two most effective characteristeeded. The perceived differences of
superintendents’ and principals’ experience levdl-b years rated possessing strong leadership
traits as the characteristic needed; however, tiernsample of superintendents and principals

perceived setting high goals and expectations.
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Table 24

Views on Vision by Experience Level 1-5 Years

Vision M SD

Implementation and development 5.54 .805
Increase trust 5.72 .593
Structure safe learning environment 5.55 .617
Set high goals and expectations 5.66 574
Possess strong leadership traits 5.60 575
Composite 28.07 1.920

Management Descriptive Data by Experience Level (1-5 Years)

Table 25 presents superintendent’s and principagponses by those with 1-5 years of
experience in relation to management. The mosuéegrated three sample responses of
superintendents and principals were making gendgeesionsM = 5.47,SD= .665; analyzing
data,M = 5.31,SD=.763; and inspire others to follow godis= 5.06,SD=.976. Overall, the
management composite score ranged from a minimutd & a maximum of 30M = 25.18,SD
= 2.74. When comparing superintendents’ and praisi experience level of 1-5 years
responses to the whole sample of superintendedtpramcipals both perceived making genuine
decisions, analyzing data, and inspiring othefeltow goals as the three highest characteristics

needed.
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Table 25

Views on Management by Experience Level 1-5 Years

Management M SD
Analyzing data 5.31 .763
Making genuine decisions 5.47 .665
Adjust leadership style for situations 472 1.100
Set objectives for organization 4.63 .955
Inspire others to follow goals 5.06 976
Composite 25.18 2.740

Collaboration Descriptive Data by Experience Level (1-5 Years)

Table 26 lists superintendents’ and principalspagses by experience level (1-5 years)
in relation to collaboration. The most prevaldmee sample responses of superintendents and
principals were good working relationship with gméncipal,M = 5.71,SD= .502; visibility
among schoolM = 5.52,SD= .631; and communicating with stakeholdsts 5.50,SD= .596.
Overall, the collaboration composite score rangechfa minimum of 23 to a maximum of 30.

M = 27.49,SD= 2.87. When comparing the superintendent’s amttipal’'s experience level of
1-5 years responses to the whole sample of supadahts and principals both perceived good
working relationship with the principal and commeating with stakeholders as the two highest
characteristics needed. The perceived differemess in the sample of superintendents’ and

principals’ experience level of 1-5 years that datesibility as the top characteristic needed;
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however, the whole sample of superintendents aindipals perceived creating a collaboration
culture as the effective characteristic needed
Table 26

Views on Collaboration by Experience Level 1-5 $ear

Collaboration M SD

Having a servant leadership style 5.28 .874
Communicating with stakeholders 5.50 .596
Good working relationship with the principal 5.71 .502
Visibility among schools 5.52 .631
Creating a culture of collaboration 5.48 .595
Composite 27.49 2.870

Instructional L eadership Skills Descriptive Data by Experience Level (1-5 Years)

Table 27 lists the descriptive data of superintatgland principals by experience level
(1-5 years) in relation to instructional leaders$kls. The most chosen three sample responses
of superintendents and principals were to providdégssional developmerit] = 5.47,SD=
.642; develop skills to be globally competitivé,= 5.01,SD=.707; and challenge staff
membersM = 4.77,SD= .934. Overall, the instructional leadershiplskiomposite score
ranged from a minimum of 15 to a maximum of BDs 24.29,SD= 2.87. When comparing the
superintendents’ and principals’ experience levBlykars responses to the whole sample of
superintendents and principals both perceived psidaal development, develop skills to be

globally competitive, and challenge staff membearghe three highest characteristics needed.
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Table 27

Views on Instructional Leadership Skills by Expece Level 1-5 Years

Instructional Leadership Skills M SD

Develop skills to be globally competitive 5.01 707
Provide professional development 5.47 .642
Rewards and recognition with staff 4.55 931
Challenge staff members 4.77 934
Classroom instructional strategies 4.49 .993
Composite 24.29  2.870

Vision Descriptive Data by Experience Level (6-10 Years)

Table 28 lists the superintendents and principggpaonses by experience level (6-10
years) in relation to vision. The most frequemdied three sample responses of superintendents
and principals were trust] = 5.70,SD= .784; implementation and developmewitz 5.68,SD
=.769; and possess strong leadership trilits,5.60,SD= .640. Overall, the vision composite
score ranged from a minimum of 11 to a maximum@®@N8= 28.11,SD= 2.52. When
comparing the superintendents’ and principals egpee level 6-10 years to the superintendents
and principals responses of the whole sample’ petheived trust and implementation and
development as the two effective characteristiexiad. The perceived differences were in the

superintendents and principals sample by experimvet 6-10 years that rated possessing strong
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leadership traits as the characteristic neededetemthe whole sample of superintendents and

principals perceived setting high goals and expiecta

Table 28

Views on Vision by Experience Level 6-10 Years

Vision M SD

Implementation and development 5.68 .769
Increase trust 5.70 784
Structure safe learning environment 5.56 .719
Set high goals and expectations 5.58 .729
Possess strong leadership traits 5.60 .640
Composite 28.11 2.520

Management Descriptive Data by Experience Level (6-10 Years)

Table 29 lists the descriptive data of superintatgland principals by experience level
6-10 years in relation to management. The mostoomthree sample responses of
superintendents and principals were making gendgeesionsM = 5.53,SD= .755; analyzing
data,M = 5.23,SD=.867; and inspire others to follow godis= 5.18,SD= .866. Overall, the
management composite score ranged from a minimutB8 & a maximum of 30M = 25.46,SD
= 2.83. When comparing the superintendents’ anmttipals’ experience level 6-10 years
responses to the whole sample of superintendedtprancipals both perceived making genuine
decisions, analyzing data, and inspiring othefeltow goals as the three highest effective

characteristics needed.
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Table 29

Views on Management by Experience Level 6-10 Years

Management M SD

Analyzing data 5.23 .867
Making genuine decisions 5.53 .755
Adjust leadership style for situations 4.88 1.160
Set objectives for organization 4.63 1.080
Inspire others to follow goals 5.18 .866
Composite 25.46 2.830

Collaboration Descriptive Data by Experience Level (6-10 Years)

Collaboration data in Table 30 lists the superidrs and principals responses by
experience level of 6-10 years. The dominant ahdiseee sample responses of superintendents
and principals were good working relationship wvitie principalM = 5.69,SD= .577;
communicating with stakeholdeké= 5.58,SD= .705; and visibility among schodi4 = 5.47,
SD=.685. Overall, the collaboration composite scargged from a minimum of 18 to a
maximum of 30M = 27.58,SD= 2.31. When comparing the superintendents’ anttipals’
experience level 6-10 years responses to the vdamhgle of superintendents and principals both
perceived good working relationship with the prpadiand communicating with stakeholders as

the two highest effective characteristics needBuke perceived differences were in the sample of
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superintendents’ and principals’ experience levé-&0 years that rated visibility as the
effective characteristic needed; however, the wkalaple of superintendents and principals
perceived creating a collaboration culture as ffexgve characteristic needed.

Table 30

Views on Collaboration by Experience Level 6-10r§ea

Collaboration M SD

Having a servant leadership style 5.39 .863
Communicating with stakeholders 5.58 .705
Good working relationship with the principal 5.69 577
Visibility among schools 5.47 .685
Creating a culture of collaboration 5.45 .659
Composite 27.58 2.310

Instructional L eadership Skills Descriptive Data by Experience Level (6-10 Years)

Table 31 contains the descriptive data of superdgats’ and principals’ experience
level 6-10 years in relation to instructional leesdep skills. The most common rated three
sample responses of superintendents and princigats provide professional developmevit:=
5.40,SD= .824; develop skills to be globally competiti = 4.93,SD= .877; and challenge
staff membersyl = 4.79,SD=.916. Overall, the instructional leadershiplIskiiomposite scores
ranged from a minimum of 14 to a maximum of 30hvahM = 24.25,SD= 3.21. When
comparing superintendents’ and principals’ expexdevel 6-10 years responses to the whole

sample of superintendents and principals both perderofessional development, develop
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skills to be globally competitive, and challengafsmembers as the three highest characteristics

needed.

Table 31

Views on Instructional Leadership Skills by Expece Level 6-10 Years

Instructional Leadership Skills M SD

Develop skills to be globally competitive 4.93 877
Provide professional development 5.40 .824
Rewards and recognition with staff 4.69 .994
Challenge staff members 4.79 916
Classroom instructional strategies 4.43 976
Composite 24.25 3.210

Vision Descriptive Data by Experience Level (11-15 Years)

Vision data analyzed in Table 32 lists the supendent’s and principal’s responses of
the descriptive data by experience level of 11-4&ry. The three most common chosen sample
responses of superintendents and principals wesg M = 5.89,SD= .315; implementation and
developmentM = 5.74,SD= .444; and structure a safe learning environndnt,5.57,SD=
.655. Overall, the vision composite score rangechfa minimum of 24 to a maximum of 34,
=28.11,SD=1.65. When comparing the superintendents’ aimgtipals’ experience level (11-
15 years) to the responses to the whole samplepairstendents and principals both perceived

trust and implementation and development as theeffettive characteristics needed. The
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perceived differences of superintendents’ and fpals’ experience level (11-15 years) rated
providing a safe learning environment as the effeatharacteristics needed; however, the

whole sample of superintendents and principalsgpeed setting high goals and expectations.

Table 32

Views on Vision by Experience Level 11-15 Years

Vision M SD

Implementation and development 5.74 444
Increase trust 5.89 315
Structure safe learning environment 5.57 .655
Set high goals and expectations 5.41 .652
Possess strong leadership traits 5.50 .587
Composite 28.11 1.650

Management Descriptive Data by Experience Level (11-15 Years)

Table 33 lists superintendents’ and principalspogses of the descriptive data by
experience level of 11-15 years. The predominbhasen three sample responses of
superintendents and principals were making gendeegsionsM = 5.30,SD= 1.01; analyzing
data,M = 5.17,SD=.677; and inspire others to follow godis= 4.98,SD= .931. Overall, the
management composite score ranged from a minimubi@ &d a maximum of 30 = 24.65,SD

= 2.78. When comparing the superintendents’ anttipals’ experience level 11-15 years
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responses to the whole sample of superintendedtprancipals both perceived making genuine
decisions, analyzing data, and inspiring othef®ltow goals as the three highest effective

characteristics needed.

Table 33

Views on Management by Experience Level 11-15 Years

Management M SD

Analyzing data 5.17 677
Making genuine decisions 5.30 1.010
Adjust leadership style for situations 4.70 1.280
Set objectives for organization 4.50 1.020
Inspire others to follow goals 4.98 931
Composite 24.65 2.780

Collaboration Descriptive Data by Experience Level (11-15 Years)

Table 34 lists the superintendent’s and principad&ponses of the descriptive data by
experience level of 11-15 years. The most seletiet responses of superintendents and
principals were good working relationship with gméncipal,M = 5.72,SD= .455;
communicating with stakeholdeng, = 5.54,SD= .585; and creating a collaboration cultuvk,
=5.46,SD=.721. Overall, the collaboration composite secargged from a minimum of 23 to a
maximum of 30M = 27.48,SD= 1.99. When comparing the superintendents’ antipals’

experience level 11-15 years responses to the veanigle of superintendents and principals



83

both perceived good working relationship with tlimg@pal, communicating with stakeholders,

and creating a collaboration culture as the thrgledst effective characteristics needed.

Table 34

Views on Collaboration by Experience Level 11-1&r¥e

Collaboration M SD

Having a servant leadership style 5.35 .766
Communicating with stakeholders 5.54 .585
Good working relationship with the principal 5.72 455
Visibility among schools 5.41 .748
Creating a culture of collaboration 5.46 721
Composite 27.48 1.990

Instructional L eadership Skills Descriptive Data by Experience Level (11-15 Years)

Table 35 lists the superintendents’ and principadsponses by experience level of 11-15
years. The three highest sample responses ofistgratents and principals were provide
professional developmenit] = 5.33,SD= .668; develop skills to be globally competitiié =
4.87,SD= .668; and challenge staff membeavsz 4.63,SD= 1.10. Overall, the instructional
strategies composite score ranged from a minimub®bdd maximum of 30yl = 23.39,SD=
2.71. When comparing superintendents’ and pringigxperience level 11-15 years responses

to the whole sample of superintendents and prifteipath perceived professional development,
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develop skills to be globally competitive, and ¢biadje staff members as the three highest

effective characteristics needed.

Table 35

Views on Instructional Leadership Skills by Expece Level 11-15 Years

Instructional Leadership Skills M SD

Develop skills to be globally competitive 4.87 .668
Provide professional development 5.33 .668
Rewards and recognition with staff 4.30 .963
Challenge staff members 4.63 1.100
Classroom instructional strategies 4.26 .801
Composite 23.39 2.710

Vision Descriptive Data by Experience Level (16 or More Years)

Table 36 lists the superintendents’ and principadsponses by experience level of 16 or
more years. The most common selected three sasgpenses of superintendents and
principals were trustl = 5.79,SD= .447; set high goals and expectatiovis; 5.71,SD=
.486; and implementation and development of thewjdM = 5.62,SD= .572. Overall, the
vision composite score ranged from a minimum o&2d a maximum of 30 = 28.33,SD=
1.89. When comparing the superintendents’ anctjpéts’ experience level 16 or more years to

responses to the whole sample of superintendedtprancipals both perceived trust, setting
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high goals and expectations, and implementationdaveélopment of the vision as the three

effective characteristics needed.

Table 36

Views on Vision by Experience Level 16 or more ¥ear

Vision M SD

Implementation and development 5.62 572
Increase trust 5.79 447
Structure safe learning environment 5.61 572
Set high goals and expectations 5.71 486
Possess strong leadership traits 5.60 .600
Composite 28.33 1.890

Management Descriptive Data by Experience Level (16 or More Years)

Table 37 lists the superintendents’ and principadsponses by experience level 16 or
more years. The predominant chosen three samggemses of superintendents and principals
were making genuine decisiolM$,= 5.76,SD= .464; analyzing dat& = 5.31,SD=.772; and
inspire others to follow goal#) = 5.06,SD= .883. Overall, the management composite score
ranged from a minimum of 18 and a maximum ofN0; 25.84,SD= 2.50. When comparing

the superintendents’ and principals’ experiencell@® or more years responses to the whole



86

sample of superintendents and principals both perdenaking genuine decisions, analyzing

data, and inspiring others to follow goals as tiree¢ highest effective characteristics needed.

Table 37

Views on Management by Experience Level 16 or Meggs

Management M SD

Analyzing data 5.31 T72
Making genuine decisions 5.76 464
Adjust leadership style for situations 491 1.070
Set objectives for organization 4.80 910
Inspire others to follow goals 5.06 .883
Composite 25.84 250

Collaboration Descriptive Data by Experience Level (16+ Years)

Table 38 lists the superintendents’ and principadsponses of the descriptive data by
experience level 16 or more years. The three camrhosen sample responses of
superintendents and principals were good workitegiomship with the principaM = 5.77,SD
= .456; creating a collaboration cultuk = 5.56,SD= .555; and having a servant leadership
style,M =5.71,SD=.756. Overall, the collaboration composite scareged from a minimum

of 20 to a maximum of 30 = 27.74,SD= 2.05. When comparing the superintendents’ and
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principals’ experience level 16 or more years rasps to the whole sample of superintendents
and principals both perceived good working relatop with the principal and creating
collaboration culture as the two effective charasties needed. The perceived differences were
in the superintendents’ and principals’ sample erpee level of 16 or more years rated having
a servant leadership style as the effective chamatits needed; however, the whole sample of
superintendents and principals perceived commungatith stakeholders as the effective
characteristics needed.

Table 38

Views on Collaboration by Experience Level 16 orélgears

Collaboration M SD

Having a servant leadership style 5.51 .756
Communicating with stakeholders 5.47 .756
Good working relationship with the principal 5.77 456
Visibility among schools 5.43 .693
Creating a culture of collaboration 5.56 .555
Composite 27.74  2.050

Instructional Leadership Skills Descriptive Data by Experience Level (16 or More Years)
Table 39 lists the superintendents’ and principadsponses of the descriptive data by
experience level of 16 or more years in relatiomsructional skills. The highest rated three
sample responses of superintendents and princigats provide professional developmevit=
5.36,SD=.638; develop skills to be globally competitiv = 5.14,SD= .687; and challenge

staff membersyl = 5.06,SD=.814. Overall, the instructional strategies cosife score ranged
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from a minimum of 18 and maximum of 3@,= 24.90,SD= 2.84. When comparing
superintendents’ and principals’ experience ledebd more years responses to the whole
sample of superintendents and principals both parderofessional development, develop
skills to be globally competitive, and challengafstnembers as the three highest effective
characteristics needed.

Table 39

Views on Instructional Leadership Skills by Expece Level 16 or More Years

Instructional Leadership Skills M SD

Develop skills to be globally competitive 5.14 .687
Provide professional development 5.36 .638
Rewards and recognition with staff 4.80 1.000
Challenge staff members 5.06 .814
Classroom instructional strategies 4.54 .863
Composite 24.90 2.840

Inferential Test Results
The purpose of this study was to identify effectbharacteristics of superintendents
through the principal’s perception. This studylexged the perceptions of Indiana
superintendents and principals on effective charatics of superintendents. These perceptions
were studied to determine if the superintendergstgptions were different from the principals’
perceptions. For the research questions for loeatnd level of years of experience, a one-way
ANOVA test was used to measure the significanedédhces. The superintendents’ and

principals’ perceptions were measured with an iedent test. The one-way ANOVA test
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was selected because there was one dependentieamabthe independent variable had more
than two levels for each of the null hypothesisr the research questions on position type, an
independent test was conducted. The 12 research questionsistmudetermine if there were
significant differences in perceptions in four arefvision, management, collaboration and
instructional leadership skills. Each area hathdependent variable of position type for the

two levels of principal or superintendent. Theapdndent variable of demographic location has
three levels of suburban, urban, or rural. Thepshdent variable of experience in the position
has four levels, including 1-5 years, 6-10 yeats1% years, and 16 or more years. If there were
significant differences, a post hoc test was cotetlito identify where differences occurred.

The sample was evaluated to verify that all ofdaesumptions of the one-way ANOVA
(independent observations, normally distributedypaions, and homogeneous variances) were
satisfied. The assumption of variance was examiisaty Levene'’s test of equality of variances
to ensure that all variances on the dependentbtangere equal for all groups. The assumption
of normality was examined using the Shapiro-Willést to determine if the scores on the
dependent variable were normally distributed fobgedups. The .05 level was used to determine
significance.

Resear ch Question 1

The null hypothesis for Research Question 1 walsef& were no statistically significant
differences on perceptions regarding effective attaristics for superintendents in the area of
vision, values, and goals based on position tydéne research question was examined to
determine if there were differences in perceptionie area of vision between superintendents
and principals. An independent samplest was conducted for the position type to deteenti

significant differences and the assumptions westetkto ensure validity of the results.
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The dependent variables were examined to deternnamg external factors or outliers
existed. Box plots were created and examineddntify outliers. This assumption was met as
there were no data points more than 1.5 standasidtans away from the edge within the box
plots. The assumption of normality was examinadguShapiro-Wilk’s test to determine if the
scores on the dependent variable were normallyilaliséd for both groups. This assumption
was met as the significance value was greater.0@mnThe assumption of homogeneity of
variance was examined using Levene’s test of egualiensure that all variances of the
dependent variable were equal for all groups. @kmimption was met as the significance value
was greater than .06,= .297,p = .586.

Superintendent responsé$ € 28.14,SD = 1.87) were tested to determine whether
significant differences on the vision compositiaor® existed when compared to the principal
responsed\| = 28.13,SD= 2.19). There was no significant difference fdumthe independent
samplet test,t(371)=.053p = .957, two-tailed. As evident of the inferentia$t findings, any
potential differences were not statically provémstthe null hypothesis was retained.
Resear ch Question 2

The null hypothesis for Research Question 2 walsef@ is no statistically significant
difference on perceptions regarding effective ctigréstics for superintendents in the area of
vision, values, and goals based on location tydéne research question was examined to
determine if there were differences in perceptionie area of vision between superintendents
and principals with regard to location of ruralbatban, and urban. A one-way ANOVA using
SPSS was used to test for significant differencesthe assumptions were tested to ensure
validity of the results.

The dependent variables were examined to detenfnamg external factors or outliers
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existed. Box plots were created to identify antliets. This assumption was met as there were
no data points more than 1.5 standard deviatiotsdmithe box plots. The assumption of
normality was examined using Shapiro-Wilk's testi&dermine if the scores on the dependent
variable were normally distributed for both grou@his assumption was met as the significance
value was greater than .05. The assumption of hemaity of variance was examined using
Levene’s test of equality to ensure that all vazemnof the dependent variable were equal for all
groups. This assumption was met as the signifeaatue was greater than .05+ .154,p =

.857.

The results for ruralM = 27.88,SD= 1.91), suburbari = 28.31,SD= 2.35), and urban
(M = 28.65,SD= 1.64) were tested to determine whether diffegsrexisted. Through
examination of the results of the one-way ANOVAy#s determined that significant differences
with the model existed within the location typE&2, 370) = 3.098p = .046. As evident of the
inferential test findings, the null hypothesis weagcted showing a significant difference.

Due to the significant difference found with thearb a Tukey HSD post hoc test was
conducted to determine where a significance diffeeeexisted. This was the appropriate post
hoc test since there was no violation for the agdiom of homogeneity of variance; thus, equal
variance was assumed. Respondents from ruraidosatcored the importance of vision
significantly lower than urban respondengs; .037. No other comparisons were significant.
Resear ch Question 3

The null hypothesis for Research Question 3 walsef@ is no statistically significant
difference on perceptions regarding effective ctigréstics for superintendents in the area of
vision, values, and goals based on respondentis yé@mployment in current position.” The

research question was examined to determine i¢ twere differences in perceptions in the area
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of vision between superintendents and principath vagard to years of experience. A one-way
ANOVA using SPSS was used to test for significafiecence and the assumptions were tested
to ensure validity of the results.

The dependent variables were examined to deterninamg external factors or outliers
existed. Examination of box plots did not revaay autliers. This assumption was met as no
data points existed more than 1.5 standard dewsmfiom the edges of the box plots. The
assumption of normality was examined using Shayiiis test to determine if the scores on
the dependent variable were normally distributedbfith groups. This assumption was met as
the significance value was greater than .05. Hsemption of homogeneity of variance was
examined using Levene’s test of equality to ensheeall variances of the dependent variable
were equal for all groups. This assumption wasasdhe significance value was greater than
.05,F = .544,p = .653.

The results for years of experience were comparelétermine whether significant
differences on any following levels: 1-5 yeak$ £ 28.07,SD= 1.92), 6-10 yeardM = 28.12,
SD=2.51), 11-15 yeardM = 28.11,SD = 1.65), 16+ yeard| = 28.33,SD = 1.89), and totall
=28.14,SD=2.09). A significant difference based on yezrexperience for the respondents
was not present. The results of the one-way ANQMAonstrated this lack of significant
differencesF(3, 369) = .253p = .859. As evident of the inferential test finglsn any potential
differences were not statically proven; thus, th# Inypothesis was retained.

Resear ch Questions 4 through 6

The null hypotheses for Research Question 4 thréughre not tested due to the lack of

internal consistency among the questions in thea af the survey. The composite score would

not serve as a true indicator of the managemeast {ewhin the survey responses due to the low
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value on the Cronbach’s alpha. The descriptivaltesvere still included within the study in
previous sections.
Resear ch Question 7

Investigation of the null hypothesis for ResearateQion 7 indicated no statistically
significant difference on perceptions regarding@etie characteristics for superintendents in the
area of collaboration skills based on position typée research question was surveyed to
determine if there were differences in perceptiornbe area of collaboration between
superintendents and principals. An independenpsaintest was conducted for the position
type to determine significant differences and tb&uanptions were tested to ensure validity of
the results.

The dependent variables were examined to detenfnamg external factors or outliers
existed. An examination of the box plots was cateldi to identify if any outliers existed. This
assumption was met as there were no data points than 1.5 standard deviations away from
the edge within the box plots. The assumptionaofrrality was examined using Shapiro-Wilk's
test to determine if the scores on the dependerabla were normally distributed for both
groups. This assumption was met as the signifeaatue was greater than .05. The
assumption of homogeneity of variance was examirsaty Levene’s test of equality to ensure
that all variances of the dependent variable wgtgkfor all groups. This assumption was met
as the significance value was greater thank05,043,p = .836.

Superintendent responsé$ £ 27.30,SD = 2.05) were tested to determine whether
significant differences on the collaboration compos score existed when compared to the
principal responsedM = 27.69,SD= 2.10). There was no significant difference fdumthe

independent sampteest,t(371) = .-1.67p = .096, two-tailed. As evident of the inferentiest
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findings, any potential differences were not stdljcproven; thus, the null hypothesis was
retained.
Resear ch Question 8

An examination of the null null hypothesis for Rasdn Question 8 revealed no
statistically significant difference on perceptiorgarding effective characteristics for
superintendents in the area of collaboration sk#éised on location type. The research question
was surveyed to determine if there were differemcgerceptions in the area of collaboration
between superintendents and principals in regalactdion of rural, suburban, and urban. A
one-way ANOVA using SPSS was used to test for Bggmt difference and the assumptions
were tested to ensure validity of the results.

The dependent variables were examined to detenfnamg external factors or outliers
existed. Examination of the box plots was condlitbedentify if any outliers existed. This
assumption was met as there were no data points than 1.5 standard deviations away from
the edge within the box plots. The assumptionaofrrality was examined using Shapiro-Wilk's
test to determine if the scores on the dependerabla were normally distributed for both
groups. This assumption was met as the signifeaatue was greater than .05. The
assumption of homogeneity of variance was examirsaty Levene’s test of equality to ensure
that all variances of the dependent variable wgtgkfor all groups. This assumption was met
as the significance value was greater thankFG52.18,p = .115.

The descriptive responses of collaboration forlr(ivb= 27.46,SD = 1.98), suburbar{
=27.54,SD=2.25), urbanNl = 28.16,SD= 1.89), and totalM = 27.57,SD= 2.09) were
examined. Results of the one-way ANOVA indicatedsignificant differences with the model

existed with the location typeB(2, 370) = 1.74p = .177. As evident of the inferential test
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findings, no statistical differences were provédrug, the null hypothesis was retained.
Resear ch Question 9

Results of an examination of the null hypothesisResearch Question 9 indicated
indicated no statistically significant difference perceptions regarding effective characteristics
for superintendents in the area of collaboratialisskased on respondent’s years of employment
in current position. The research question wagesied to determine if there were differences in
perceptions in the area of collaboration betwegesatendents and principals with regard to
years of experience. A one-way ANOVA using SPSS used to test for significant difference,
and the assumptions were tested to ensure vatitlitye results.

The dependent variables were examined to deterninamg external factors or outliers
existed. Examination of the box plots was condlitbedentify if any outliers existed. This
assumption was met as there were no data points than 1.5 standard deviations away from
the edge within the box plots. The assumptionaofrrality was examined using Shapiro-Wilk's
test to determine if the scores on the dependerabla were normally distributed for both
groups. This assumption was met as the signifeaatue was greater than .05. The
assumption of homogeneity of variance was examirsaty Levene’s test of equality to ensure
that all variances of the dependent variable wgtgkfor all groups. This assumption was met
as the significance value was greater thankG5,192,p = .902.

The descriptive responses for years of experiemcmanagement were level 1-5 years
(M =27.49,SD=1.96), level 6-10 yeardA = 27.58,SD= 2.31), level 11-15 year$/i(= 27.48,
SD=1.99), level 16+ yeardA = 27.74,SD= 2.05, and totalM = 27.57,SD=2.09). A
significant difference based on years of experidoc¢he respondents was not present. The

results of the one-way ANOVA demonstrated this latkignificant differences;(3, 369) =
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2.56,p = .857. As evident of the inferential test fingtsn any potential differences were not
statically proven; thus, the null hypothesis waaired.
Resear ch Question 10

The null hypothesis for Research Question 10 wHsefe is no statistically significant
difference on perceptions regarding effective ctigrastics for superintendents in the area of
instructional leadership skills based on positiggret” The research question was surveyed to
determine if there were differences in perceptiorthe area of instructional leadership skills
between superintendents and principals. An inddgetsamplé test was conducted for the
position type to determine if significant differexscwere revealed, and the assumptions were
tested to ensure validity of the results.

The dependent variables were examined through g getermine if any external
factors or outliers existed. This assumption was &3 there were no data points more than 1.5
standard deviations away from the edge within twegdots. The assumption of normality was
examined using Shapiro-Wilk’s test to determingh@ scores on the dependent variable were
normally distributed for both groups. This assumpivas met as the significance value was
greater than .05. The assumption of homogeneitxanénce was examined using Levene’s test
of equality to ensure that all variances of theahejent variable were equal for all groups. This
assumption was met as the significance value weetgyrthan .0% = .319,p = .573.

Superintendent responsé$ € 23.96,SD = 3.07) were tested to determine whether
significant differences on the instructional leadp skills composition score existed when
compared to the principal responskk=< 24.43,SD= 2.93). There was no significant difference
found in the two-tailed independent samipiest,t(371) = .-1.42p = .155. No statistically

significant findings were revealed, thus, the iytbothesis was retained.
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Resear ch Question 11

The null hypothesis for Research Question 11 wHsefe is no statistically significant
difference on perceptions regarding effective ctiaréstics for superintendents in the area of
instructional leadership skills based on locatygret” The research question was surveyed to
determine if there were differences in perceptiorthe area of instructional leadership skills
between superintendents and principals with retiardral, suburban, or urban locations. A
one-way ANOVA using SPSS was used to test for 8ggmt differences, and the assumptions
were tested to ensure validity of the results.

The dependent variables were examined to detenfnamg external factors or outliers
existed. Examination of box plots was conductedentify if any outliers existed. This
assumption was met as there were no data points than 1.5 standard deviations away from
the edge within the box plots. The assumptionaofrrality was examined using Shapiro-Wilk's
test to determine if the scores on the dependerahbla were normally distributed for both
groups. This assumption was met as the signifeaatue was greater than .05. The
assumption of homogeneity of variance was examirsaty Levene’s test of equality to ensure
that all variances of the dependent variable wgtgkfor all groups. This assumption was met
as the significance value was greater thank05,066,p = .936.

The descriptive responses of vision for ruMl=£ 23.82,SD= 3.02), suburbar =
24.64,SD = 2.88), urbanNl = 25.08,SD = 2.87), and the totaM = 24.28,SD= 2.98). Through
examination of the results of the one-way ANOVAyds determined that significant differences
with the model existed with the location typE£2, 370) = 4.72p = .009. As evident of the
inferential test findings, the null hypothesis wagcted showing a significant difference.

Due to the significant difference being found witle model, a Tukey’'s HSD post hoc
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test was conducted to determine where the signifealifference existed. Since there was no
violation for the assumption of homogeneity of @age, equal variance can be assumed.
Respondents from rural locations scored the impogaf instructional leadership skills
significantly lower than suburban respondepts,.031

Resear ch Question 12

The null hypothesis for Research Question 12 wHsefe is no statistically significant
difference on perceptions regarding effective ctigréstics for superintendents in the area of
instructional leadership skills based on resporidemtars of employment in current position.”
The research question was surveyed to determthené were differences in perceptions in the
area of instructional leadership skills betweenesippendents and principals with regard to years
of experience. A one-way ANOVA using SPSS was ueddst for significant difference and
the assumptions were tested to ensure validithefésults.

The dependent variables were examined to deterninamg external factors or outliers
existed. An examination of box plots was conduttedentify if any outliers existed. This
assumption was met as there were no data points than 1.5 standard deviations away from
the edge within the box plots. The assumptionaofrrality was examined using Shapiro-Wilk's
test to determine if the scores on the dependerabla were normally distributed for both
groups. This assumption was met as the signifeaatue was greater than .05. The
assumption of homogeneity of variance was examirsaty Levene’s test of equality to ensure
that all variances of the dependent variable wgtgkfor all groups. This assumption was met
as the significance value was greater thankG5,1.52,p = .209.

The descriptive responses for years of experiemcmsétructional leadership skills were

level 1-5 yearsNl = 24.29,SD= 2.87), level 6-10 year$A = 24.25,SD = 3.21), level 11-15
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years M = 23.39,SD= 2.71), level 16+ yeard/ = 24.90,SD= 2.84, and totalM = 24.28,SD =
2.98). A significant difference based on years)gierience for the respondents was not present.
The results of the one-way ANOVA demonstrated ldnik of significant difference$;(3, 369)
=2.41,p=.067. As evident of the inferential test finglsn any potential differences were not
statically proven; thus, the null hypothesis waaired.
Conclusion

An analysis of the collected data was entered$R8S software to examine the
perceptions of superintendents and principals tecye characteristics of superintendents. The
perceptions of superintendents and principals esdleffective characteristics were grouped into
four areas: (a) vision, (b) management, (c) collabon, and (d) instructional leadership skills.
An analysis of the whole sample frequency dataseasiucted to determine different
perceptions for these four areas based on positpe) demographics, and experience level. An
inferential analysis was conducted for vision, @btiration and instruction leadership skills. The
management area of the survey lacked internal stamgly, so these null hypotheses were not
tested. For the research questions on locationesetl of years of experience, a one-way
ANOVA test was used to measure the significaned#ihces. Position type of superintendent’s
and principal’s perception was measured with aepetdent test. The sample was evaluated
to verify that all of the assumptions of the onepw@dNOVA (independent observations,
normally distributed populations, and homogeneargances) were satisfied.

A Tukey HSD post hoc test was run to determine wliee significance differences
existed. There were statistically significant eifnces on perceptions regarding effective
characteristics for superintendents in the areasodn, values, and goals based on location type.

Respondents from rural locations scored the impoda®f vision significantly lower than urban
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respondents. There were also statistically sigai differences on perceptions regarding
effective characteristics for superintendents andlrea of instructional leadership skills based on
location type. Rural locations scored the imparéaaof instructional significantly lower than

suburban respondents.
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CHAPTER 5

RESULTS, IMPLICATIONS, AND RECOMMENDATIONS

Chapter 5 is divided into five sections, includingroduction, results, implications,
discussion, conclusions, and recommendations ftnduresearch. The introduction contains
information about the study and survey componeftee results section contains a summary of
the descriptive and inferential data for each efftur areas of vision, management,
collaboration, and instructional leadership skillhe data results were analyzed by position
type, location, and level of experiences. Implmad will present results and a conclusion
regarding the study. The conclusion suggests Wwaye findings are important and how they can
be used with regard to improving communication leemvprincipals and superintendents. This
study also provides recommendations for buildingrughis information and questions for
potential future investigation.

Increased student achievement starts with goocdueiginal leadership (Waters &
Marzano, 2006). This study analyzed the differserimetween principals’ and superintendents’
perceptions of effective characteristics of sugendents. Other variables included school
demographic location type (rural, urban, or subnoypgears of experience, and position type.

For this study, demographic location was definetleal (less than 2,500), suburban (2,501-
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250,000), and urban (250,001 or more). Years péagnce for this study was separated into
levels of 1-5 years, 6-10 years, 11-15 years, &orInore years. Position type was identified
as either superintendent or principal. The litgmatreview revealed the need to examine, four
major areas in determining the different perceioheffective characteristics between
superintendents and principals. The survey questiere composed through an extensive
literature review of the ISLLC standards, leadgrsheories, leadership paradigms, and best
practices.

This study was conducted by administering a sutee883 Indiana public school
superintendents and 2307 principals. The survesydeaeloped for this study to quantitatively
measure the perceptions of superintendents andipais on the effective characteristics of
superintendents. The Effective Characteristicv@uasked the respondents to report their
perceptions of 20 effective characteristics of suppendents. For each characteristic, the
respondents were asked to report how strongly dlgegeed or disagreed on a Likert-like scale of
1to 6. A mark of 1 on the scale reflected thevsyparticipant strongly disagreed that the
characteristic was needed in order for the supardent to effective, while a mark of 6 reflected
the survey participant strongly agreed that theadtaristic was needed in order to be an
effective superintendent. The six choices for eqastion were 1 Strongly Disagree? =
Disagree,3 =Somewhat Disagred, =Agree,5 =Somewhat Agreend 6 =Strongly Agree

Descriptive Data Results

The findings of this study were presented in ChagteThe findings reported results for
the four areas (a) vision, (b) management, (cpboltation, and (d) instructional leadership
skills. Each area was examined to determine diffees with the variables of position type,

demographic location (rural, suburban, and urbam,level of experience (1-5 years, 6-10
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years, 11-15 years, and 16 or more). Twelve rebaguestions were analyzed statistically.
Position type was analyzed with an independésdt. Demographic location and years of
experience were analyzed with a one-way ANOVA. geeslents included17 superintendents
and256 principals. For location type, 182 reportedku 54 reported suburban, and 37 reported
urban. For years of experience, 137 reported &afsy 120 6-10 years, 46 11-15 years, and 70
had 16 or more years.
Vision
The Effective Characteristics Survey sought toamltlata regarding superintendents’
and principals’ perceptions in the area of visiéior the descriptive data the three highest rated
responses were trust, implementation and developaie¢he vision, and setting high goals.
According to J. Murphy (2003), the need to develget of standards to guide the work of
school administrators has evolved with the growgngstion of how schools should be managed.
Many superintendents may find it interesting thatgher rating was placed on trust. Spillane
and Thompson (1997) commented the districts that
had made the greatest strides in reforming thethemaatics and science programs were
also ones with a strong sense of trust among eoliscaithin the district. Trust was
crucial because it facilitated conversations aliesttuctional reform among local
educators. . . . Trust was also essential for gencollaboration among educators,
enabling them to work together to develop a shareterstanding of the reforms.
Moreover, trust created an environment in whiclal@educators were comfortable
discussing their understandings of and reservabosit new instructional approaches,
conversations that were essential for reconstredgarning. (p. 195)

Principals perceived trust, setting high goals exgectations, and implementation and
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development of vision as the three highest charattess needed. Superintendents’ responses
placed a higher value on trust and implementabahperceived a safe learning environment as
higher. Principals and superintendents both peedeirust and implementation as effective
characteristics. Principals perceived setting lggals and expectations higher than
superintendents, whereas superintendents ratdd feaening environment as higher.

In the area of vision for demographic locationnpipals and superintendents placed a
higher rating on trust, implementation and develeptnand setting high goals and expectations
as the three highest effective characteristiceacirals and superintendents in the two
demographic location areas of rural (less than®,88d suburban (2,501-250,000) placed a
higher value on implementation and developmentiadidated possessing strong leadership
traits as the effective characteristics neededtudly conducted by Louise and Reidy (2006) on
eight superintendents conducted by the Nationab&8dhublic Relations Association reported
that all eight saw the need for good communicatesgital characteristic in success over trust
and vision of goals.

Superintendents and principals for level of experge(1-5 years) placed a higher value
on setting high goals and expectations, trust,safel learning environment. Superintendents
and principals for level of experience (6-10 yegitared a higher value on implementation and
development, trust, and setting high goals ashteeteffective characteristics needed.
Superintendents and principals level of experigidel5 years) placed a higher value on
providing a safe learning environment, trust, impéatation and development. Superintendents
and principals with an experience level of 16 orengears placed a higher value on
implementation and development, trust, and settigg goals and expectations. However,

superintendents and principals with more than ¥gsyef rated setting goals and expectations
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higher.
M anagement

There were no differences in the descriptive datperceptions between superintendents
and principals regarding management. Both pladadleer value on making genuine decisions,
analyzing data, and inspiring others to follow goal’he most common chosen three responses
of both groups’ whole sample population and iro#ttler variables including demographic
location and years of experience also placed aehighlue on making genuine decisions,
analyzing data, and inspiring others to follow goaer adjusting leadership style for situations
and setting objectives. These perceptions, askeryd988) identified, have a focus on people
and the organization. Kouzes and Posner (2007jifal five practices of leadership that were
researched to be effective: model the way, inspshared vision, challenge the process, enable
others to act, and encourage the heart. The highgrin the descriptive data of inspiring others
demonstrates that challenging the process idethiifyfeKouzes and Posner was valued by leaders
in this study. According to Marzano and Waters esuppendents who use data are able to
implementing best evidence-based practices witbhwadability (Waters & Marzano, 2006).
Collaboration

Both superintendents and principals placed a higalkere on working with the principal,
communicating with stakeholders, and creating &botation culture. Also, in the
demographic location of suburban and levels of Bgpee (11-15 years) the predominant three
choices were good working relationships with the@pal, communicating with stakeholders,
and creating a collaboration culture. There werelifferences in the descriptive data on
principal’s perceptions compared to superintendeBtker et al. (2002) created the framework

of the PLC model, having schools identify a sharaskion, vision, values, and goals. In
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addition collaborative teams work interdependettlgchieve common goals to focus on results
for continuous improvement. As schools move tovaollaborative approach, principals will
need the support of the superintendent.

A difference in the descriptive data analysis ressexisted for superintendents and
principals demographic location of rural (less tRa600), urban (250,001 or more), levels of
experience (1-5 years) and (6-10 years) in the @resibility. This perception suggested that
the characteristic of visibility is seen as an imi@ot characteristic among location and
experience levels for superintendents and pringip@lther perceived differences between
superintendents and principals existed with th@seny 16 or more years’ experience placing a
higher rating on having a servant leadership style.

Instructional L eadership Skills

Principals and superintendents reported profeskdmeelopment, develop skills to be
globally competitive, and challenge staff membearthe effective characteristics for
instructional leadership skills. There were ndettégnces in perceptions among principals’
perceptions compared to superintendents in theadreatructional leadership skills within the
descriptive data and no differences were reveaddaden location and level of experience. This
perception suggested that principals value schgqmrgntendents who place emphasis on
professional development to challenge staff foatosl globally competitive world in improving
the teaching and learning process.

Inferential Results
Vision Significant Results
Significant differences existed in Research Quas?idor vision and location. An

examination of ANOVA results on the whole sampleylation determined that significant
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differences with the model existed with the locatigpe. Rural locations scored the importance
of vision significantly lower than urban respondenAs evident of the inferential test findings,
the null hypothesis was rejected showing a siganficifference regarding effective
characteristics for superintendents in the areasodn, values, and goals based on location type.
Instructional Leadership Skills Significant Results

Significant differences existed in Research Quastib for instruction and location.
ANOVA results of the whole sample population deteed that significant differences existed
with location types regarding effective charactessfor superintendents in the area of
instructional leadership skills. Those in ruraddtions scored the importance of instructional
leadership significantly lower than suburban regfgms. A possible explanation for differences
among instructional leadership skills between thegelocations could be effective leadership
practices for rural superintendents involve digatsonal conversations with their staff
members. In rural areas, a possibility might lz guperintendents leverage a closer working
relationship with the building principals to incseastudent achievement through teachers.
Another possibility could be the different instriocial strategies used in the different locations
as a result of funding for professional developnienteachers in the area of instructional
strategies.
Lack of Significance

There were no differences in position type on ppals and superintendent’s perceptions
regarding the effective characteristics for visioollaboration, and instructional leadership
skills. No significant difference was found in tinelependent samptdest regarding effective
characteristics for superintendents in these tareas based on position type. The examination

of the results of the one-way ANOVA determined thatsignificant differences regarding
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effective characteristics for superintendents endhea of collaboration skills based on location
type as well as in the area of vision, values, @oals, collaboration, and instructional leadership
skills based on respondent’s years of employmeatiirent position. As evident of the
inferential test findings, potential differencesrev@ot statistically proven to show any
differences within the responses. Size of a sctttict did not have an effect on principals’
and superintendents’ perceptions of effective atarstics of superintendents in the area of
collaboration. These results suggest that prineigia not perceive any differences from
superintendents among the effective characteristittse areas of vision, collaboration, and
instruction leadership skills.
Implications

Superintendents’ roles and responsibilities hawanghd over the years. With today’s
accountability measures and changes in educatbopsdistricts are looking for effective
leaders. This study identified principals’ perceps regarding the effective characteristics of
superintendents. The four areas of effective atarstics of superintendents through the
principals’ perceptions studied included vision nagement, collaboration, and instructional
leadership skills. This section offers supporttfa findings.
Vision

Principals reported the need for setting high gaal$ expectations higher than
superintendents, whereas superintendents ratdd feaeaning environment higher than
principals. This perception could be due to ppats’ desire to set goals to increase student
achievement, whereas superintendents still seevitiall vision of the district rather than the
classroom. The three highest rated descriptivey/sisaesponses for vision were trust,

implementation and development of the vision, agttirgy high goals. ISLLC Standard 1 by the
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National Policy Board for Educational Administrati(2011) addressed how educational leaders
should facilitate a vision “A school administrateran educational leader who promotes the
success of all students by facilitating the develept, articulation, implementation, and
stewardship of a vision of learning that is shaed supported by the school community”
(National Policy Board for Educational Administiat, 2011, para. 3). Many superintendents
believe they can affect change by having a sebwjsiut Kerrins and Cushing (n.d.) discussed
that superintendents should start with buildingting relationships, acting in trustworthy ways,
and communicating openly, honestly, and sincerefpie addressing the hard issues they could
face. Even after identifying effective charactics of superintendents, interpretations of the
characteristics will depend on the reader.

Understanding perceptions on the most importarg@spof vision can provides guidance

to an organization by articulating what it wishesttain. It serves as a signpost pointing

the way for all who need to understand what thewiation is and where it intends to

go. (Nanus, 1992, p. 36)

Another component of vision perceived with a higtimrg was setting high goals and this
study’s results reinforces that need. Goal settangalso be a part of the district’s evaluation
system for the superintendent. This study sugdkatsuperintendents should develop
measurable and attainable goals. According taPand Garcia (2007),

a systemic change in an entire district's cultue structure is a tall order. It's no

wonder board members and personnel become frustihtaut the amount of effort and

time it takes to bring about true reform. Recomgzhat stakeholders' sense of resolve
may diminish, superintendents say it is esserdiakt realistic expectations and

emphasize a deep commitment to seeing the charmegthto the end. (Portis & Garcia,
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2007, para. 10)

This study’s findings suggest there are diffeygriceptions with regards to location
between rural and urban respondents, perhaps dbe superintendent’s workload in rural
compared to urban school districts. The enrollnagat household income levels of students
might vary in these two locations and the numbesroblled students plays a role in funding for
these schools. Limited funding could cause supargents to vary based on location. DeYoung
(1994) stated that “rural superintendents faceifip@bstacles that render service in such
districts and roles less attractive than elsewh@&teese obstacles included isolation, limited
resources, and community resistance to changeharelpersisted over time” (p. 4).
Collaboration

This study revealed that principals’ perceptionsgleneffective characteristics were the
same as superintendents for the three effectiveactaistics related to collaboration. The three
rated effective characteristics of the superintehgere focus on collaboration with principals,
communicating with stakeholders, and creating lboration culture. A possible reason for
these ratings could be that leadership teamingigbhcomponent to increasing student
achievement. A superintendent can be a role nmdébw principals should be leaders of the
collaboration process to improve school successs.

High-performing school system requires an effecsivperintendent and a quality

principal in every building. What often is overlaal is the fact that creating a team,

even with highly skilled individuals, takes whaieey good relationship needs—

conscious effort and endless communication. (WeBke&ington, 2009, p. 130)

Many leaders understand clear communication i$ tatthe success of any organization.

Collins (2001) asserted, “A primary task in takengchool system from good to great is to create
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a culture wherein people have a tremendous opportionbe heard and, ultimately, for the truth
to be heard” (p. 88). Communication with stakebotds seen as a high rating of an effective
characteristic in this study. According to Cai®@3), a communicative leader in schools and
industry,

one of the great ironies of school leadership taddlgat you can do a great job of

educating students and communicating with paremis,still miss 78 to 80 percent of the

people upon whose support public education—and feeithood—depends. That's
because the vast majority of people who pay teo@sytin most communities small and
large, do not have school-aged children. This mélaat we have to start paying more

attention to school public relations and marketmgpay the consequences. (p. 33)

The National School Public Relations Associationdigcted surveys and interviews of
leading superintendent search firms to discovert\whalities and skills were most important in
the hiring of a new superintendent and which wackihg in those superintendents who were
not successful in their positions. The “lack ofrcaunication and the failure to keep people
informed” (Moore, Bagin, & Gallagher, 2007, p. &8s the chief factor affecting the failure of
superintendent.

Perceptions in the variables of location, levélexperience (1-5 years), and levels of
experience (6-10 years) rated visibility as higivan that of creating a collaboration culture. A
possible reason for this perception is visibiliputd often be an overlooked effective
characteristic by principals and superintendetttsould be seen as one of the major
characteristics to have in the success of a sehswict. Sanaghan (2011) pointed out after
working and consulting with unsuccessful superidégris that building relations of visibility can

make the difference in success.
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Without positive, mature and authentic relationshwith people throughout the district,
especially parents and teachers, a superintendent canmbsleaessfully. Relationships
are the “currency” in school districts and neetiéduilt and maintained if a
superintendent is going to take their district toetter place. Superintendents should be
visible and accessible throughout the school distiPeople need to feel the presence of
their superintendent. Attending events, both lange small, in the schools is imperative.
(Sanaghan, 2011, para. 4)
Instructional Leadership Skills
Principals’ perceptions on the effective charastes were the same as superintendents
in the area of instructional leadership skills.eThree highest perceptions in the area of
instructional leadership skills were on professiatevelopment, develop skills to be globally
competitive, and challenge staff members. Edunatform discussion topics include whether
or not students are ready for post-secondary expegs. The Indiana Career Council (2014)
identified the need to have a plan in place to oaprthe workforce for the state of Indiana. The
education system is just one component of this plaamsuring students are globally
competitively ready to compete. Currently 40%rafibina residents are workforce ready and the
goal is set to 60%.
The future globally competitive work environmentiMikely be one dominated by a
need to redefine what makes engineering and teagynaevorkers successful.
Traditionally, success has been defined as havimglligent” graduates who have
completed a rigorous college course that stressddgm solving and mastery of huge
amounts of technical information. In the last ®a&ng, schools have been content to let

the work-a-day skills their graduates will likelg@unter on the job be administered by
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the hiring companies—or they leave it up to gradsia acquire them on their own.

Education must focus no longer simply on conteat,dm both content and process. In

this article, the author recommends a number afigésto the curriculum to prepare

today's students for their future. (Roman, 2009,9).
Professionally developing staff received a higingaais an effective characteristic for
superintendents. Atudy investigating the instructional leadersluiles of superintendents in
school districts in a large mid-western state exaahithe relationships among superintendents’
descriptions of their involvement in curriculum-@éypment and instructional leadership
activities in their districts. Of the 397 partiailng, the study concluded that superintendents
most spent little time in curriculum developmeifiime constraints, role overload, lack of
personal interest in curriculum and instruction atiter priorities tended to confine the majority
of superintendents. fiective school leadership must combine traditiss@lool leadership
duties such as teacher evaluation, budgeting, stingdand facilitiesmaintenance with a deep
involvement with specific aspects of teaching aratning. Effective instructional leaders are
intensely involved in curricular and instructiomsdues that directly affect student achievement.
Although traditional responsibilities still must beet, priorities should be shifted toward
instructional issues that will impact classroontrimstion and student achievement. Some of
those elements include (a) promoting a visiongc(eating alignment of curriculum, instruction,
assessment, and standards; (c) focusing on datgdamaintaining a culturef continuous
learning.(Bredeson, 1995, p. 29

Significant differences existed with demographicaliton between rural and urban for the
area of instructional leadership skills. A possibkplanation could be that many view urban

students as living in poverty and having sociaViserneeds that rural students may not
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experience, even though many urban areas offelepraing opportunities before students start
school. Another explanation could be the percewadde of education in rural areas and the
challenges principals and superintendents face stittients’ failure to set good postsecondary
goals. Other differences that could exist betwtaertwo locations are parent and social
involvement within the two locations as rural pdseswre more likely to attend conferences and
communicate with schools.
Discussion

The purpose of this study was to identify effecttharacteristics of superintendents from
the perceptions of principals. Descriptive datuhs suggested that principals rate
superintendents who set high goals and expectai®hbging more effective while
superintendents regard safer learning environmenbeing more important. Both principals
and superintendents perceived both implementatidrdavelopment as well as increase in trust
as effective characteristics of superintendentserd were no statistically significant differences
with regard to position type in any of the fourase However, the data in this study identified
significant differences in the area of vision anstiuctional leadership skills with the variable of
location. Rural respondents scored the importaheesion significantly lower than urban
respondents. Rural respondents scored the imper@nnstructional leadership skills
significantly lower than suburban respondents. flidings suggest the perceptions in effective
characteristics of superintendents were differdttt vegard to rural location in the areas of
vision and instructional leadership skills. Onegible reason for this difference of location
could be the duties or responsibilities of the suppendents and principals in the rural area.
Principals of rural schools spend a large percentdigheir time teaching cross-age, multi-grade

students (Starr & White, 2008). As recent legistatind litigation continue to place more
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responsibility on the principal, site level respbrigies challenge the constant, increasing rdle o
the administrator (Cruzeiro & Morgan, 2006). Mpancipals in rural schools get little in the
way of administrative support, ancillary personaeld ground staff (Starr & White, 2008).
Although principals in larger schools are able ¢étedate and share in management tasks, this is
not a luxury afforded to their small rural countans (Starr & White, 2008). Regardless of the
size of the school, principals still have a motaigation to comply with federal and state
standards.

A possible barrier that rural schools face is hgvimited resources. Though rural
schools have possible positive aspects such as oaitypride and easier decision-making,
meeting the needs of students can be a challergan@€ly & Barker, 1989). The
superintendent's role is critical as an agent ahge (Hill, Wise, & Shapiro, 1989). The role of
superintendents in rural and small districts iretihg change is limited. However, one study
found that superintendents of rural and small @distiplay a direct role as change agents because
they are in the “unique position of being able tobiize not only . . . staff, but the community
as well” (Jacobson, 1989, p. 108).

In the United States there are a higher numbempi@yed superintendents in urban
areas compared to rural. There are about 29,0@0schools out of 88,000, which is about 30%
(Chen, 2010). Understanding effective characiesdietween the two groups could be
beneficial. Relationships with people are peragigs more important for rural superintendents,
than those in urban areas. Rural superintendents fpersonal relationships and decisions are
made with that in mind. The same doesn’t appebletsue in urban districts where
superintendent decisions tend to be more data-lz@sadesult of their not being able to meet all

the stakeholders.
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The most common overall responses of the effectinagacteristics for superintendents
perceived by superintendents and principals faomisvere trust, implementation and
development of the vision, and setting high godlse three most common overall
characteristics perceived by superintendents andipals for the area of management were
making genuine decisions, analyzing data, and rimgpothers to follow goals. Overall
perceived characteristics by superintendents andipals in the area of collaboration were good
working relationship with the principal, communicaf with stakeholders, and creating a
collaboration culture. The three most selectedaiffe characteristics of superintendents
perceived by superintendents and principals iratiea of instructional leadership skills were
professional development, develop skills to be gligtcompetitive, and challenge staff
members.

Conclusions

Within the descriptive results, principal’s perdeps were different with the in the area
of vision. Principals perceived setting high gaatsl expectations as higher, whereas
superintendents rated a safe learning environngehigher. Both perceived implementation and
development and trust as effective characteristicaiperintendents. The data analysis showed
that trust, implementation and development, aniihgegoals were the three predominant
effective characteristics. Trust was the numberrated effective characteristic perceived by
superintendents and principals for superintendentsvision,M = 5.75,SD= .615. This reason
could be due to building a capacity and havingstesyatic approach (Fullan, 2011).
Superintendents and principals placed a higherevatuthe effective characteristics of
superintendents on making genuine decisions, ainglylata, and inspiring others to follow

goals in the area of management. The number ¢ee effective characteristic perceived by
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superintendents and principals for superintendeitsmanagement was making genuine
decisionsM = 5.52,SD=.724. The most common chosen three responsas whe
superintendents and principals completed the surneie descriptive data analysis for the
whole sample, position type, and location typeutfisban (2,501-250,000) were good working
relationship with the principal, communicating wetakeholders, and creating a collaboration
culture. The number one rated effective charastterfior superintendents with collaboration was
good working relationship with principa¥ = 5.52,SD= .724. Descriptive analysis of the
superintendent and principal results placed a hmighkelie on professional development,
developing skills to be globally competitive, arithitenge staff. The number one rated effective
characteristic for superintendents with instructideadership skills was professional
developmentM = 5.30,SD= .660.

Superintendents should recognize that vision, mamagt, collaboration, and
instructional leadership skills are regarded asoirigmt by principals. In this study, principals
perceived setting high goals and expectations as mportant than superintendents. Certain
characteristics discussed in each of the four avkasion, management, collaboration, and
instructional leadership skills mentioned in thegppr have been identified as effective
characteristics of superintendents perceived bycprals and superintendents. Schools are too
complex for effectiveness to be attributed to angle one characteristic (Bailey &
Maduakolam, 1999). “The success of recent effsush as those of reform movements aimed
at refocusing the mission of public education ineXiva, depends greatly on the quality of
leadership manifested in schools by school supardents” (Bailey & Maduakolam, 1999, p.

30).
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Superintendents that assist principals in beingotitfe help to create effective schools by
having effective teachers that can lead to increasaudent achievement (Robbins & Alvy,
2004).

A student attends a school that is one of the lefsttive and has a teacher that is

classified as one of the least effective. Afteo years the student has dropped from the

50th percentile to the 3rd percentile. . . . thesent is in a school that is considered one
of the least effective, but she is with a teach&ssified as one of the most effective. The
student now leaves the class at the 63rd percenrtiBepercentile points higher than she
entered. The student is not only in a school dlagsas one of the most effective but is
with a teacher classified as one of the most aeffectShe enters the class at the 50th

percentile but leaves at the 96th percentile. (lsliaoz 2003, pp. 74—75)

School principals can affect student success hyifggteachers be the best they can be (Robbins
& Alvy, 2004). Research shows there is a 13% percent variant¢aderg achievement in a

given subject area due to what a teachers doesarechjn about 7% due to what a school does.
Table 40 shows the effects on student achievmetanmparison to school and teacher
effctiveness (Robbins & Alvy, 2004). Table 40 sttates the gains in student achievement after

two years in relation to teacher effectiveness.
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Table 40
Effects on Student Achievement of School and Te&éfeetiveness with Students Entering

School at the 50th Percentile After Two Years

School and Teacher Scenario Achievement Percentile After
Average school and average teacher 50"

Least effective school and least effective teacher 3

Most effective school and least effective teacher 37th

Least effective school and most effective teacher 63rd

Most effective school and most effective teacher 96th

Most effective school and average teacher 78th

Note.(Adapted from Marzano, 2003)

Superintendents who recognize the importance ddlingi a relationship with principals
will result in higher teacher effectiveness andistit achievement. The role of leadership in
fostering student learning is commonly discusseelincational policies. Effective leadership is
viewed as important for turning around schools. effective rated principal will produce
student gains that are 0.05 standard deviatiorteehidpan an average rated principal for all
students in their school. “The best leaders krmwadark for improvement in teacher
effectiveness to raise the quality of educationfafih, Hanushek, & Rivkin, 2013, para. 1).
“Superintendents who consider a focus on instraeliteadership will have the greatest positive
impact. Superintendents who promote, develop sapgort principals as instructional leaders
result in increase of student achievement” (Cud&0®5, para. 11).

A positive correlation exists between the effecttharacteristics of superintendents and
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student achievement. A .24 correlation is an ayersuperintendent who is at the 50th
percentile in terms of leadership abilities andlieg a school district where the average
student achievement is also at the 50th percenfile superintendent improves his or her
leadership abilities by one standard deviationdtih ercentile, student achievement in
the district would rise to the 60th percentile. (é&fa & Marzano, 2007, para. 31)
Superintendents’ leadership over principals caluémice student achievement and with
the alarming gap between the academic achievenhératditionally marginalized students and
their peers, superintendents have an ethical dused their districts in closing these
achievement gaps. Spillane, Halverson, and Dian(@ddl) suggested that, “to have a more
complete understanding of educational leadershipeeel to learn not only ‘what’ leaders do,
but ‘why’ and *how’ they do it” (p. 24). Superintdents must understand what principals need
in order to have the knowledge to increase studemevement (Shutz, & Ellen, 2010). This
study began with an introduction, followed by arwew of the evolution of the superintendent
position, literature review, and previous resedhet identified effective characteristics of
superintendents as perceived by principals. Teeareh examined research by theorist,
leadership paradigms, and past research on idshbfest practices. The methodology explained
the study followed up by results of what principaihal superintendents perceived as effective
characteristics of superintendents. This studyrdmrtes to current professional literature and
practice in the fields of education and educatideadlership in many different ways. It adds to
the body of empirical research regarding effectivaracteristics of superintendents as perceived
by principals. It provides insight and awarendsthe superintendent’s roles and responsibilities

and how they differ based on location. This stsoyght to improve educational leadership
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practice by identifying characteristics that supemdents should possess to improve school
districts.
Recommendations for Further Research

Superintendents’ leadership of school principathéskey variable in making sure that
effective teaching is the focus of improvement school (Saphier & Lucy, 2009). The findings
of this research can assist in providing informatio allow for extended studies on
superintendents. Further studies could be quaktatterviews rather than surveys, exploring
other states in the country, and including a deegploration of other variables such as turnover
rate or enrollment.

This study represents an effort to examine thecéffe characteristics of educational
superintendents through the superintendents’ aindipals’ perception based on location and
years of experience. The following questions séovguide further potential research.

e Do the characteristics listed for vision, collaliama, and instructional leadership skills
(trust, implementation and development of the visgetting high goals, making genuine
decisions, analyzing data, inspiring others toofwllgoals, good working relationship
with the principal, communicating with stakeholdensating a collaboration culture,
professional development, develop skills to be gliyicompetitive, and challenge staff
members) represent a leader in today’s educatareaige?

e What characteristics of superintendents attempéék educational innovation change to
prepare students for the future?

e What other characteristics not mentioned in thiseyican be studied in regards to the
ISLLC standards, educational leadership theorezgjdrship paradigms, and best

practices?
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e Is the accountability of student achievement highién identified effective
characteristics?

The findings of this study provide insight to siamities and differences between
superintendents and principals regarding percepibdeffective superintendent characteristics.
Further research could be conducted in understgmndiat effects the characteristics of
superintendents as perceived by both superintem@eiat principals have on student
achievement. The possibility of knowing what i®ded in today’s educational reform is an
endless work of research. Also, further investayaof the survey instrument could be studied

to enhance the reliability.
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APPENDIX A: ISLLC STANDARDS

The educational leadership standards with the ajppad the Educational Leadership
Policy Standards: ISLLC 2011 (Interstate Schooldeza Licensure Consortium), the NPBEA
(National Policy Board for Educational Administiat) approved an ELCC (Educational
Leadership Constituent Council) that revised tla@dards to address the leadership roles and
responsibilities with curriculum, instruction, anehning a district as a whole to ensure success.
Special skills are necessary to run a districtlanders need guidance on what that entails. The
standards below all backed up by extensive reseaectvhat leaders will rank on their
perceptions of what are most effective. Thesesang similar to the standards many leaders are
aware of in their educational leadership training.

ELCC Standard 1.0: A district-level education leagjgplies knowledge that promotes

the success of every student by facilitating thesttgpment, articulation, implementation,

and stewardship of a shared district vision ofriesg through the collection and use of

data to identify district goals, assess organipalieffectiveness, and implement district

plans to achieve district goals; promotion of conél and sustainable district

improvement; and evaluation of district progresd evision of district plans.

ELCC Standard 2.0: A district-level education leaajgplies knowledge that promotes

the success of every student by sustaining adistuiture conducive to collaboration,

trust, and a personalized learning environment higih expectations for students;

creating and evaluating a comprehensive, rigorand,coherent curricular and
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instructional district program; developing and swpeng the instructional and leadership
capacity across the district; and promoting thetretisctive and appropriate
technologies to support teaching and learning withe district.

ELCC Standard 3.0: A district-level education leagigplies knowledge that promotes
the success of every student by ensuring the mamageof the district’s organization,
operation, and resources through monitoring antuatiag district management and
operational systems; efficiently using human, fisaad technological resources within
the district; promoting district-level policies apdobcedures that protect the welfare and
safety of students and staff across the distratptbping district capacity for distributed
leadership; and ensuring that district time focumesigh-quality instruction and student
learning.

ELCC Standard 4.0: A district-level education leagigplies knowledge that promotes
the success of every student by collaborating faithilty and community members,
responding to diverse community interests and neadbsmobilizing community
resources for the district by collecting and analganformation pertinent to
improvement of the district's educational enviromtigoromoting an understanding,
appreciation, and use of the community’s diverdtutal, social, and intellectual
resources throughout the district; building andaungg positive district relationships
with families and caregivers; and cultivating protive district relationships with
community partners.

ELCC Standard 5.0: A district-level education leaajgplies knowledge that promotes
the success of every student by acting with intggi@irness, and in an ethical manner to

ensure a district system of accountability for gv@udent’s academic and social success
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by modeling district principles of self-awareneasdlective practice, transparency, and
ethical behavior as related to their roles witlne district; safeguarding the values of
democracy, equity, and diversity within the didtrevaluating the potential moral and
legal consequences of decision making in the dts&nd promoting social justice within
the district to ensure individual student needsnmf all aspects of schooling.

ELCC Standard 6.0: A district-level education leagigplies knowledge that promotes
the success of every student by understandingonelépg to, and influencing the larger
political, social, economic, legal, and culturahtext within the district through
advocating for district students, families, andegavrers; acting to influence local,
district, state, and national decisions affectitugient learning; and anticipating and
assessing emerging trends and initiatives in dadadapt district-level leadership

strategies. (NPBEA, 2011, pp. 3-19)
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APPENDIX B: EFFECTIVE CHARACTERISTICS OF SUPERINTEEENTS SURVEY

Section I: Perspectives on Effective Charactessdf Superintendents

Directions:  Following are phrases and descriptmiigadership practices. Read each

statement, and then click on the bubble that cpaeds to how strongly you
agree or disagree with your perceptions.

. In order for a superintendent to be highly dffex; he or she must facilitate the development
and implementation of a vision of learning. (NPBEA11, pp. 3-19)

Strongly Disagree  Disagree Somewlisa@ree Agree Somewhat Agree  StronglyeAgr
1 2 3 4 5 6

In order for a superintendent to be highly dffex; he or she must increase trust in the
organization. (Machiavelli, 1999)

Strongly Disagree  Disagree Somewhsaffee Agree Somewhat Agree  StronglyeAgr
1 2 3 4 5 6

. In order for a superintendent to be highly dffex; he or she must develop new skills and
knowledge for the future competitive global worldhao, 2010)

Strongly Disagree  Disagree Somewhsaffee Agree Somewhat Agree  StronglyeAgr
1 2 3 4 5 6

. In order for a superintendent to be highly eifee, he or she must analyze data and provide
guidance for actions. (NPBEA, 2011, pp. 3-19)

Strongly Disagree  Disagree Somewhat Disagragree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

. In order for a superintendent to be highly dffex; he or she must act with a servant
leadership style to the corporation. (Crippen, 3010

Strongly Disagree  Disagree Somewhat Disagragree Somewhat Agree  Strongly Agree
2 3 4 5 6

. In order for a superintendent to be highly eifee, he or she must provide professional
development focused around the district goals. @stiao, 2012)

Strongly Disagree  Disagree Somewhat Disagrégree Somewhat Agree  Strongly Agree
1 2 3 4 5 6
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7. In order for a superintendent to be highly dffex; he or she must structure the organization
for a safe learning environment. (NPBEA, 2011,3{19)

Strongly Disagree  Disagree Somewhat Disagreégree Somewhat Agree  Strongly Agree
2 3 4 5 6

8. In order for a superintendent to be highly dffex; he or she must focus on communicating
with the community stakeholders. (NPBEA, 2011, $419)

Strongly Disagree  Disagree Somewhat Disagrégree Somewhat Agree  Strongly Agree
2 3 4 5 6

9. In order for a superintendent to be highly dffes; he or she must set high goals and
expectations the corporation. (Marzano, 2012)

Strongly Disagree  Disagree Somewhat Disagragree Somewhat Agree  Strongly Agree
2 3 4 5 6

10. In order for a superintendent to be highly effee, he or she must make genuine decisions.
(Northouse, 2010)

Strongly Disagree  Disagree Somewhat Disagragree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

11. In order for a superintendent to be highly effee, he or she must have a good working
relationship with the building level principals.aiffer et al., 2012)

Strongly Disagree  Disagree Somewhat Disagragree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

12. In order for a superintendent to be highly effes, he or she must create a relationship with
teachers that involve rewards and recognition. @su& Posner, 2007)

Strongly Disagree  Disagree Somewhat Disagragree Somewhat Agree  Strongly Agree
2 3 4 5 6

13. In order for a superintendent to be highly@fie, he or she must be visible among staff,
students, schools, and the community. (Saphier &iDu2012)

Strongly Disagree  Disagree Somewhat Desag Agree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

14. In order for a superintendent to be highly effee, he or she must adjust his/her leadership
style depending on the situations that arise. (8oldosling, Marturano, & Dennison, 2003)

Strongly Disagree  Disagree Somewhat Disagreégree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

15. In order for a superintendent to be highly effes, he or she must challenge all staff
members. (Kouzes & Posner, 2007)
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Strongly Disagree  Disagree Somewhat Disagragree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

16. In order for a superintendent to be highly effes, he or she must be the one who sets
objectives to organize and manage a school distbicticker, 1988)

Strongly Disagree  Disagree Somewhat Disagrégree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

17. In order for a superintendent to be highly effes, he or she must possess strong leadership
traits. (Stogdill, 1974)

Strongly Disagree  Disagree Somewhat Desag Agree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

18. In order for a superintendent to be highly effes, he or she must focus on the instructional
strategies used in the classroom. (Marzano, 2012)

Strongly Disagree  Disagree Somewhat DesagrAgree Somewhat Agree  Strongly Agree
2 3 4 5 6

19. In order for a superintendent to be highly &fiee, he or she must create a culture of
collaboration. (DuFour, DuFour, Eaker, & Karhan2@04)

Strongly Disagree  Disagree Somewhatdbesa Agree Somewhat Agree  Strongly Agree
1 2 3 4 5 6

20. In order for a superintendent to be highly @ffee, he or she must implement the
transformation of the school district by inspirifidjowers with motivation to achieve the
goals. (Bolden, Gosling, Marturano, & Dennison, 200

Strongly Disagree  Disagree Somewhsaffee Agree Somewhat Agree  StronglyeAgr
1 2 3 4 5 6

Section II: Administrative Experience/School Infation

Directions:  Please respond to each item as iajerto you. Indicate your response by
marking the appropriate bubble provided.

1. What is your current position? superintendergrocipal
2. How many years have you served in this role?, 8-10, 11-15, 16+
3. Would your school location best be considereatal, suburban, urban
Rural is defined as a place with less than 2,5@plee Suburban: is defined as a place

with populations of 100,000 to 250,000. Urbarde$ined as place with populations of
250,000 or more (U.S. Department of Education, 2014
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APPENDIX C: INTRODUCTION ACCOMPANYING SURVEY TO SUERINTENDENTS
AND PRINCIPALS

You are being invited to participate in a reseattldy about effective characteristics of
superintendents. Camille Goldman is conducting $hidy under the guidance of Dr. Terry
McDaniel from the Department of Educational Lealgrat Indiana State University. This
study is being conducted to fulfill a dissertatrequirement. The purpose of this study is to
determine the effective characteristics of supendents through the principal’s perception. It is
being conducted in each public school corporatioriee State of Indiana. The survey is given
to each superintendent and principal in these dadwyporations.

There are no known risks if you decide to partitega this research study greater than
what would be found in a regular job. There areosts to you for participating in the study.
This study will make educational leaders awareffgictive characteristics in superintendents.
The questionnaire will take about ten minutes tmglete. The information collected may not
benefit you directly, but the information learnedhis study should provide more general
benefits.

The survey is anonymous. Do not write your naméhersurvey. This is a web-based
survey, although there is no absolute guaranteedyanity, there will be no collection of any
participants’ IP addresses or any attempt to ifiettie names of the participants by the
researcher. You may delete this e-mail in whigh thessage was delivered at anytime. There
will be no future e-mail contacts concerning thisvey in the future. In addition, no one will be
able to identify you or your answers, and no onékmow whether or not you participated in the
study. Individuals from the Institutional Review &d may inspect these records. Should the
data be published, no individual information wil tisclosed.

Your participation in this study is voluntary. Bgrapleting parts or all of the survey
through the Qualtrics program, you are voluntaaiyeeing to participate. You are free to
decline to answer any particular question you dowish to answer for any reason. At any time
you may close the browser and exit the progranoif go not wish to complete the survey after
starting the process.

If you have any questions about the study, pleaséact me at (502) 468-8246 or at
cgoldman@indstate.eduyou may also contact my faculty sponsor, DrryéicDaniel, at
(812) 237-3862 or at terry.mcdaniel@indstate.edu.

If you have any questions about your rights asaaech subject or if you feel you've
been placed at risk, you may contact the IndiaageSiniversity Institutional Review Board
(IRB) by mail at Indiana State University, Office®ponsored Programs, Terre Haute,

IN, 47809, by phone at (812) 237-8217, or by e-ratitb@indstate.edu
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APPENDIX D: FOLLOW UP E-MAIL
Greetings Again,

Thank you to for helping with the surveyBffective Characteristics of Superintendesur

quick response was greatly appreciated! With yssistance perceptions on effective
characteristics of superintendents will be analya@dng school districts in the state of Indiana.
This link will be active for the remainder of tigeek. Please use the link below to complete the
survey if you have not had the opportunity to dakeady. All responses are anonymous and it
should only take around five minutes to completeuiyinput is greatly appreciated!

Thank you in advance for your time and participatio
The survey can be found at this link: http://intistgualtrics.com

If you have any questions about the study, pleaséact me at (502) 468-8246 or at
cgoldman@indstate.edu. You may also contact myltiasponsor, Dr. Terry McDaniel, at
(812) 237-3862 or at terry.mcdaniel@indstate.edu.

If you have any questions about your rights asearch subject or if you feel you've been
placed at risk, you may contact the Indiana StativéJsity Institutional Review Board (IRB) by
mail at Indiana State University, Office of SporesbPrograms, Terre Haute, IN, 47809, by
phone at (812) 237-8217, or by e-mail at irb@inigséalu.
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