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ABSTRACT 

 

     The purpose of this qualitative, phenomenological study was to understand the 

essence of inspirational leadership practiced by women in educational leadership 

positions in Texas public schools.  According to Psychogios (2007), female leaders 

exhibit transformational leadership behaviors that revolve around relationships based 

heavily on communication and social sensitivity – more so than males. The focus was on 

how women educational leaders are described as inspirational and how their inspirational 

leadership style influenced their coworkers.   The research questions included: 

1. How are women educational leaders described to be inspirational? 

2. How do women educational leaders exhibit inspirational leadership? 

3. In what ways do inspirational female educational leaders influence their faculties 

toward school improvement? 

This study utilized semi-structured interviews, observations, and personal 

document review with a purposeful sample of three campus level women in educational 

leadership positions in Central Texas.  These leaders had held these campus leadership 

positions for at least two years.  Additionally, the investigator asked to interview two or 

three coworkers regarding the inspirational leadership nature of the participant.  

Creswell’s (2003) six steps were used for data analysis.  There were five overarching 

attributes that characterize these inspirational female educational leaders.  These were: 

presence, motivation, collaboration, relationships, and fun.  Within each of the 

overarching attributes, the research data revealed specific but overlapping themes.  

Twelve themes and eleven sub-themes emerged from the data.  The findings from these 
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women’s coworkers revealed the themes of fun, relationship oriented, practices 

recognition, and confident.  Sub-themes of communicates/listens, motivating, and 

approachable emerged regarding leaders described to be inspirational.  Builds teams, 

practices recognition, models and builds relationships were themes revealed regarding 

leaders who exhibit inspirational leadership with sub-themes of grows leaders, 

fun/celebrations, present, respects, supports, communicates/listens.  Finally, the question 

of how inspirational women leaders influence school improvement produced themes of 

motivation, reward, student focus, and teamwork.  The sub-themes were 

expectations/accountability and shared responsibilities. 

     This study adds to the body of knowledge regarding how inspiration works and its 

influence on school improvement.  The results of this study may be applicable to 

administrative training programs enhancing the possibility of increased job satisfaction 

and higher degree of success particularly for women.  In addition, this study demonstrates 

the convergence of transformational and charismatic leadership concepts, thus creating a 

framework for inspirational leadership. 
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CHAPTER I 

INTRODUCTION 

“Great leaders move us.  They ignite our passion and inspire the best in us” 

     - Goleman,  Boyatzis & Mckee, 2002, p. 3. 

 

      Educational leadership is a challenging profession, especially in the current 

era of accountability and budgetary constraints.  Educational leaders must remain 

acutely aware of state and federal mandates, consistently monitor progress of 

student learning and achievement, and keenly understand the nuances of school 

finance. Within these confines these leaders must also inspire followers to be their 

personal best.  Therefore, it would be in the best interest of future leaders to identify 

inspirational leadership strategies and emulate them in their own practice.  

In the 1900’s leadership was considered an art form distributed carefully among 

the elite. Over time the study of leadership evolved into a study of excellence, which 

meant simply doing the right thing (The Transformational Leadership Report, 2007). 

 Further studies “developed a list of traits, behavior patterns, group facilitation strategies, 

and culture-shaping practices for would be leaders” (p. 5).  Researchers continue to 

attempt to establish a set of rules for training programs to follow in order to create future 

successful leaders.  Even with the numerous attempts to capture the essence of 

leadership, research fails to explain how it works.  “Leadership is one of the most 

observed and least understood phenomena on earth” (Burns, 1978, p. 2).   

Through the years organizational leadership has developed into a collaborative 

model, advancing away from a top-down hierarchy.  Educational leaders have also 

evolved into interactive/collaborative leaders. According to Burns (1978) these leaders 
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interact with followers to the degree that they “engage the whole person” (p.4).  The 

successful educational leader of today must seek input from staff and include them in 

decision making.  This same leader must make staff interaction personal.  Taking the time 

to individually interact with staff creates relationships and encourages trust.  Allowing for 

growth among staff members opens doors to reach common goals that benefit students 

and staff alike. This leader will motivate and inspire followers (Wilson, 2010).    

 According to the Public and Private School Principals in the United States: A 

Statistical Profile, 1987-88 to 1993-94 (1997), more women are moving into educational 

leadership positions. The percentage of female principals in public schools increased 

from 25 to 34 percent in between the school years of 1987-88 and 1993-94. As women 

continue to pursue leadership positions, it becomes important for these leaders to activate 

the typically female qualities and embed them in the day to day role of campus leader. 

“…[S]chools might profit if all administrators-men as well as women- borrowed from the 

strategies and practices more traditionally associated with women” (Shakeshaft, 1987, p. 

12).  

 Inspirational leadership is “the ability to activate the inner passion of your 

people…Leaders who can tap into that energy source can unleash the full potential of 

individuals and teams” (Wilson, 2010, p.1).  In his study of leadership, James Burns 

(1978) posed the question, “Is it essentially inspiration?” (p. 1).  Educational leaders who 

have the ability to inspire their staff members pave the way to increased job satisfaction 

for their staff members.  An inspired staff will stop at nothing to achieve the goals set 

before them. This translates into campus success.     
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 Inspirational leaders are able to activate employees emotionally, embracing their 

feelings and using them to motivate.  (Bilchik, 2001).  Bilchik claims that inspirational 

leadership has become a survival skill – one that is not reserved for a few gifted leaders.  

It is about getting people excited about what they are doing by engaging emotions.  

Goleman, Boyatzis, and McKee (2002) explain that leaders must capitalize on driving 

emotions in the right direction in order to achieve success.  “Great leadership works 

through the emotions” (Goleman, et al., p. 3). 

Future leadership research requires that “we stand on the shoulders of those who 

have made similar efforts” (Marzano, Waters, & McNulty, 2005, p. 13). Because the 

number of women educational leaders continues to grow and because of the outcomes 

produced by leaders who are considered inspirational, it is important that leadership 

training programs look into the commonality of inspirational traits and female leadership 

traits that women educational leaders bring to the field.  The inspirational woman in an 

educational leadership position provides an excellent resource for research.  It is how 

they inspire that matters so much to the researcher (Goleman, et al., 2002).  

Autobiographical Statement 

 According to Creswell (2003) a research problem can be born out of many 

sources and situations, including the personal experiences of the researcher.  The 

investigator of this study has been in the field of education for 14 years.  During that time 

she has had the good fortune to know and work for several women in educational 

leadership positions who have modeled inspirational leadership or have inspired the 

researcher directly. Most of these women have been direct supervisors who encouraged 
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the professional growth of the researcher as well as all others under their supervision.  

Additionally, the researcher experienced women educators as a young student as well as 

later as a graduate student, who inspired her educational and professional growth.   

 In pursuit of the understanding of the essence of inspirational women in 

educational leadership the researcher initiated and helped host two Women’s Leadership 

Retreats in her school district with a target audience of state-wide female school leaders 

and a central theme of inspiration. Both retreats were held in the month of June and were 

well received with approximately 80 participants in attendance.  Each time, the day lasted 

from 9:00 a.m. to 4:00 p.m. and was filled with five to six speakers coming from various 

roles in school districts, ie., teachers, counselors, curriculum directors, associate 

superintendents, current and former superintendents.  Each speaker was charged with 

giving a talk centering on the theme of inspiration.  The speakers shared experiences 

from the field of education that were meaningful to them and had inspirational messages.  

Humor played a large role in the delivery of the messages. To create the atmosphere of 

inspiration, or fun, the pavilion overlooking the lake was decorated with bright colored 

gerbera daisies and balloons.  Additionally, white linen tablecloths covered the tables 

upon which the participants enjoyed a beautiful lunch. Careful attention to detail with 

colors, programs, and layout of the room created a sense that the day was special.  The 

program was hosted/moderated by the researcher and a colleague. The last hour of the 

day was set aside for a dessert bar and networking.  It was during this last hour that the 

participants expressed appreciation and personal fulfillment derived from the day of 

inspiration.  Furthermore, a survey was sent to the participants for feedback regarding the 
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retreat. This experience provided further impetus to this researcher’s interest in 

understanding the unique characteristics of women in educational leadership who inspire 

others toward excellence. Particularly, the use of humor, open communication, 

interpersonal interactions, and the honest delivery of personal experiences attached to 

leadership and inspiration provided the impetus for this researcher’s interest in the use of 

inspiration as a tool in educational leadership.   

Purpose of the Study 

The purpose of this phenomenological study was to understand the essence of 

inspirational leadership practiced by women in educational leadership positions in Texas 

public schools.  The focus was on how women educational leaders are described as 

inspirational and how their inspirational leadership style influenced their coworkers. 

Statement of the Problem 

 Research on organizations and their successes is the topic of several lines of 

educational research literature. Much of the research suggests that successful leaders 

motivate (Iles, Judge, & Wagner, 2006).  One component of motivational leadership is 

the ability to inspire.  Little research exists explaining how the inspirational component of 

leadership develops in the individual leader.  This researcher sought to focus on how 

women in educational leadership inspire their followers and to determine if inspirational 

leadership is an inherent trait or a skill that can be developed.  

Research Questions 

The purpose of this study is to examine the phenomenon of inspirational women 

in campus level educational leadership – whom they have inspired and how.  Creswell 
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(2003) recommends that the questions begin with “what or how” and remain open-ended 

to allow for emerging design and should focus on a single concept (p. 106).  The research 

questions include: 

1. How are women educational leaders described to be inspirational? 

2. How do women educational leaders exhibit inspirational leadership? 

3. In what ways do inspirational female educational leaders influence their faculties 

toward school improvement? 

Theoretical/Conceptual Framework 

The researcher proposed combining two theories as foundations for the study - 

James Burns’ (1978) Transformational Leadership Theory and Robert House’s (1977) 

Charismatic Leadership Theory.  Although these theories differ in overall concepts, they 

are interrelated regarding emphasis on the behavior of the leader. Practices from each of 

these theories can be found in the leadership approach of the inspirational leader.  

Because of this, both theories should be considered when examining the inspirational 

phenomenon.  In fact, the researcher proposed that the inspirational leadership qualities 

exist where the two theories intersect. 

  Studies on transformational leadership theory are many.  Researchers continue to 

search for evidence that a leader who encourages collaboration and leads with heart and 

honesty produces the greatest results, and motivated, satisfied followers.  James Burns 

(1978) crafted a leadership theory that pointed to the marrying of the wants and needs of 

both the leader and the follower.  According to Burns (1978) transformational is the 

favored style of leadership, as it is told to produce results that go above and beyond basic 
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requirements due to its basis in relationships and communication.   The transformational 

leader is also expected to bring a dynamic presence and lead through exemplary 

behaviors, accomplishments, and character (Marzano, et al., 2005).   

Bass (as cited in Yukl, 1999) defines transformational leadership “primarily in terms 

of the leader’s effect on followers and the behavior used to achieve this effect” (p. 286).  

The relationship established between the leader and the follower motivates the follower 

to go above and beyond expectations.  Part of the transformational leadership practice is 

informing followers of the goals of the organization, thereby encouraging ownership.  

Charismatic leadership theory focuses on the process, behaviors and 

characteristics of leaders who influence others to support and follow them (Jacobsen & 

House, 2001).  These leaders appeal to the personal values and self-concepts of followers 

and seek to solve problems in a radical way.  House (as cited in Ilies, et al., 2006) 

explains that charismatic leaders plan for organizational change by sharing a vision and 

relying upon strong relationships with followers for acceptance of that vision. 

Charismatic leaders are able to practice social and emotional intelligence to propel 

followers to perform above and beyond expectations.  In one research hypothesis, Groves 

(2005) claims charismatic leadership will directly and positively relate to emotional 

control skills. According to Max Weber (1947, as cited in Groves), charisma becomes 

legitimate through a leader’s exceptional qualities or powers.  The charismatic leader 

takes followers through a change process to an improved state by employing the 

following behaviors: “sensitivity to member needs, environmental sensitivity, vision and 

articulation, personal risk, and unconventional behavior” (Groves, p. 260). 
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The charismatic leader is most often successful in a weak situation.  “A conducive 

situation is one essential condition for a charismatic leader to inspire followers” 

(Jacobsen & House, p.77).  This type of leader works well in a crisis situation (Choi, 

2006 & Groves, 2005).  

The inspirational leadership theory exists where transformational and charismatic 

leadership theories intersect.  According to Goffee and Jones (as cited in Bilchik, 2001) 

inspirational leaders have some unexpected qualities in common.  They reveal personal 

vulnerabilities, which in turn makes them approachable.  These leaders rely heavily on 

intuition to gauge timing for responses and in determining action plans.  Inspirational 

leaders care deeply about their followers and encourage them to make the most of 

themselves.  They are emotionally engaging and believe strongly in their followers.  They 

also have the ability to create connections between and among followers, which creates a 

sense of unity (Bilchik). 

According to Inspirational Leadership: Insight to Action (Caret Consulting, 

2005), a study done for the Department of Trade and Industry (DTI) in the UK, 

inspirational leadership is made up of the following components: strong strategic focus, 

lateral thinking, vision and communication, principle, reflection, risk taking, accessibility 

and a value attitude.  This leadership style allows for having fun on the job and generates 

a sense of trust and appreciation.  It is propelled by careful listening and sincerely 

showing appreciation.  This type of leadership works because it accesses emotion.  

Humans are emotional beings, and the inspirational leader embraces these emotions.  

“Great leadership works through the emotions” (Goleman, et al., 2002, p. 2). 
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Assumptions 

 “In research, well-constructed assumptions add to the study’s legitimacy” 

(Calabrese, 2006, p.14).  Three research assumptions guided this phenomenological 

study.  The primary assumption was that women in educational leadership positions 

demonstrate traits of nurturing more consistently than men.  Prime, et al. (2009) 

discussed leadership traits perceived to be feminine such as: supporting, rewarding, 

mentoring, networking, consulting, team-building, and inspiring. These traits are also 

tools used to nurture followers.  According to thefreedictiontionary.com (n.d.), to nurture 

means to educate, train, develop, cultivate and nourish.  Nurturing leaders tend to educate 

and further the development of their followers. They take the time to educate and train 

their staff.  Additionally, relationships with women tend to be more intimate and 

nurturing (Pink, 2006).   

  Transformationa

l Leadership 
Theory 

Charismatic 
Leadership 
Theory 

    Inspirational Leadership Theory 

Shares responsibilities; 

Based in trust/respect; 

Relationship based; 
Models; 

Importance of communication 

 

Skillful communication; 

Active listener; 

Relationship based; 
Social/Emotional intelligence 

Self-confidence 

 

Figure 1: Inspirational Leadership Theory        
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  The second assumption accepted that the communication skills of the 

female inspirational leader were significant. This communication is two-way, which 

implies that the leader was not only an emotionally intelligent communicator, but also an 

empathic listener.  The emotionally intelligent leader considers both tone and mood when 

communicating with followers (Goleman, et al., 2002). Stephen Covey (1989) describes 

the empathic listener as one who seeks first to understand and one who conveys these 

both through sounds and body language.  According to Marzano, et al. (2005) 

communication refers to the extent that leaders develop lines of communication between 

and among teachers and students.   Additionally, psychologist David G. Myers (cited in 

Pink, 2006), explains that women more frequently describe themselves as empathetic 

than men do.   

 The third assumption was that inspirational women in leadership appropriately 

practice the art of recognition, both formally and privately based on the preference of the 

recognized (Rath & Clifton, 2005).  “Recognition is an absolutely crucial element of 

inspiration... inspirational leaders know that it’s vital that people feel appreciated and 

valued, so they show their appreciation through extensive celebration of success – both 

formally and informally” (DTI, 2005, p. 5).  

The affirmation of these assumptions contributed to the understanding of the 

phenomenon of inspirational leadership, particularly for women. 

Definition of Key Terms 

 Leadership – the ability of an individual to influence and motivate others to 

pursue goals that are rewarding both to the leader and the follower (Burns, 1978). 
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Inspirational leadership – leaders who compel others towards a common goal, 

lead by example and offer a sense of common purpose (Goleman, et al., 2002). 

Transformational leadership – leaders who look for potential in and engage the 

full person in their followers (Burns, 1978). 

Charismatic leadership – leaders who inspire followers by inducing excitement 

and practice emotional intelligence and personal relationships (Choi, 2006). 

Delimitations 

 Creswell (2003) explains that delimitations limit the scope of a study.  

Participants in this study were women; therefore the findings may not to be applicable to 

men.  Additionally, the women chosen for the study were limited to Central Texas.  

Furthermore, the participants held a campus administrative position. No other district 

employees will be interviewed, i.e., coaches, educational leaders, or school board 

members. 

Limitations 

 According to Creswell (2003), limitations establish the weaknesses in a study.  

This study was influenced by several limitations, particularly the transferability to all 

women.  Although the sample size proved appropriate for this study, it is possible that it 

does not represent all inspirational women in educational leadership position due to the 

size of the sample.  The participants were limited to the Central Texas area due to the 

accessibility of the researcher.   

 Additionally, the participants were from three different sized districts, 1A, 3A and 

4A.  The campus sizes were sufficient but lacked input from a 2A district and a 5A 
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district.   Due to this limitation, the findings might not be applicable to women leaders in 

all districts. 

Significance of the Study 

 By examining inspirational women in educational leadership this study 

contributes to the body of research regarding inspirational leadership – particularly 

relating to women in education.  As the number of women increase in leadership roles, it 

becomes increasingly important for women to embrace the innate characteristics of 

female leadership while developing their ability to inspire those they lead. The existing 

body of research fails to explain the essence of inspiration and how it works.  The results 

of this study may be applicable to administrative training programs enhancing the 

possibility of increased job satisfaction and higher degree of success. Women in 

leadership positions could learn to be inspirational and, in turn, impact school 

improvement. 

Organization of the Study 

 This study is separated into three chapters.  Chapter I introduced the context of 

the study, stated the problem and purpose of the study, and specified the limitations and 

delimitations of the study.  Additionally, Chapter I explained the conceptual groundwork 

and the research questions focusing the study.  Chapter II is a review of the literature 

pertaining to inspirational women in educational leadership and is organized by topic 

from general to specific.  This chapter provides the backdrop against which this study 

took place.  Chapter III, Methodology, discusses the qualitative research design intended 

for this study.  It reveals the participant selection, data collection steps and the data 
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analysis process. Chapter IV presents the findings of the study.  Finally, Chapter V 

provides a discussion of the findings as well as implications of the study.  
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CHAPTER II 

LITERATURE REVIEW 

 This chapter contains a review of the literature regarding inspirational women in 

educational leadership.  There are four main areas of research literature that come 

together to define inspirational women in educational leadership.  First is a discussion on 

the research on leadership as a whole.  This is followed with a section on inspirational 

leadership.  The next section explores women in leadership.  Concluding the chapter is a 

section on inspirational women in leadership.   

Leadership 

Historically, leadership has been ridden with the perceptions of authority, order and 

power.  However, the concept that leadership is about control is outdated.  Today’s leader 

must recognize the importance of relationship building.  Integral skills required for 

relationship building are consultation, negotiation, compromise, and conflict 

management.  Today’s successful leaders share the responsibilities that come with the 

day-to-day operations of an organization which leads to team building and shaping of the 

culture (Munro, 2008).  “Leadership is both a science and an art.  The science is both 

easier to teach and to measure” (English, 2008, p. 1). The art of leadership is the practice 

which is grounded in the spiritual make-up of the leader, her beliefs, values, and 

experiences (English, 2008).  Theories on leadership, as well as leadership frameworks, 

abound and have developed over time.  There are numerous definitions and outlines of 

leadership for researchers to consider. 
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Leadership is hard to define, and the definition is too easy to restrict, but 

encompasses the following understandings (Leithwood & Riehl, 2005): 

1) Leadership exists within social relationships and serves social ends – leaders 

are individuals, but function on behalf of a group and an organization; 

2) Leadership involves purpose and direction – educational leaders will support a 

system that serves to support student learning; 

3) Leadership is an influence process – leaders primarily influence the thoughts 

and motivations of the collective group to help accomplish a common goal;  

4) Leadership is a function – each leader has a different set of resources and 

abilities; 

5) Leadership is contextual and contingent – leadership styles and practices 

should look different in every individual context (pp. 13-14). 

Educational leadership takes many forms and the research draws lines in order to 

categorize leadership styles and components.  According to Goleman, et al., (2002) the 

most effective leaders operate according to six various leadership styles.  The skillful 

leader, who is also situationally aware, is able to vacillate between these styles based on 

need.  The common thread running through the core of each style is the emotional 

intelligence of the leader and the understanding of the need for and the workings of each 

style.  “For executives engaged in the daily battle of getting results, such a connection 

adds a much-needed dose of science to the critical art of leadership” (p. 54).  These six 

common leadership styles are visionary, coaching, affiliative, democratic, pacesetting and 

commanding. 
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A visionary leader moves the organization toward a shared goal or dream. This 

leadership style has a positive impact on climate and is utilized when there is a need for a 

new vision or clear direction.  Coaching leadership brings together the desires of the 

person with the goals of the organization and has a highly positive effect on the culture of 

the organization.  Affiliative leadership connects people to one another encouraging 

harmony and positively affecting the culture.  A democratic leader values organizational 

members’ input and participation thereby encouraging commitment, which positively 

affects the organization’s culture.  Those leaders who demonstrate a pacesetting style set 

and meet exciting goals, but most often poorly execute these goals - which negatively 

affects the culture.  Finally, a commanding leader practices quick and direct decision 

making in the event of an emergency which can soothe fears.  However, this style is often 

misused and can negatively impact the climate (Goleman, et al., 2002). 

Each of these leadership styles serves a purpose.  However, visionary, coaching, 

affiliative and democratic attributes tend to build resonance in a team and build positive 

climate.  This resonance stems from collaboration.  Pacesetting and commanding 

behaviors cultivate dissonance thereby destroying motivation through dictating and 

criticizing.  The socially intelligent leader understands when and how to practice each 

leadership style (Munro, 2008). 

Leadership styles vary from leader to leader, but the impact of school leadership 

on student learning is verifiable.  Although mostly indirect, this impact is practiced 

primarily through the setting of goals and mission statements and the influence on 

classroom teaching and learning.  The school leader encourages growth and shares 
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leadership responsibilities by setting directions, developing people, and redesigning the 

organization, actions all of which influence school culture (Leithwood & Riehl, 2005; 

Schrum & Levin, 2009).   

In Leading for Learning, Phillip Schlechty (2009) attempts to explain what would 

make school leadership more enjoyable and satisfying. He examined school leadership 

through two lenses: bureaucracies and learning organizations.  Schlechty sought to 

understand if performance could result in consequences without operating in a 

bureaucratic manner.  He also considered that each child learns on a different level.  

Through his studies, Schlechty hopes to arm school leaders with the tools needed to save 

their schools.  He believes that school leaders know better what they need than state and 

federal mandates provide. 

In a bureaucracy, rules and chain of command are key to the day-to-day 

functioning of the system.  The questions driving the organization in this setting are: 

“What is the rule?” and “Who is in charge?” (Schlechty, p. 117). The bureaucracy model 

takes out the human element and gives way to systems and procedures.  This approach 

tends to squelch any creative attempts to problem solving and removes the personal touch 

altogether.  Attempts to motivate followers fit into the categories of punishment and 

extrinsic rewards.  Bureaucracies are not rooted in trust, and therefore tend to cultivate 

fear and distrust.  

When leadership takes a learning organization approach, the key questions are: 

“What is the problem?” and “Who is likely to know what to do about it?” (Schlechty, 

2009, p. 117).  The learning organization framework encourages collaboration, enhances 
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personal strengths, promotes personal growth, embraces participatory decision making, 

and invites creative problem solving. This shift in leadership style requires a shift in 

mental models (Schlechty, 2009).   

“In learning organizations, it is assumed that leadership and followership are two 

sides of the same coin” (Schlechty, 2009, p. 125).  Principals must view themselves as 

leaders of leaders rather than managers and clearly communicate visions and goals as 

well as regularly check progress.  Interactive leadership encourages transformation and 

allows it to take place.  This transformational leadership by nature cultivates motivation.  

“The job of the principal is to seek and help others seek ways to more effectively create 

engaging work for students and ensure that staff members are engaged in their work as 

well” (Schlechty, 2009, p. 130). 

In Good to Great (2001) Jim Collins explains that leaders fit into one of five 

levels of leadership.  Leaders who identify their leadership style can progress up through 

the levels to take an organization from ‘good to great.’  The suitable leader for this model 

is the leader whose ambition for the sake of the institution, not self.  The stages of the 

Level 5 Leadership Hierarchy are:  1) highly capable individual, 2) contributing team 

member, 3) competent manager, 4) effective leader and 5) personal humility and 

professional will.   

Leaders of great companies who produce phenomenal results and enjoy sustained 

leadership must have Level 5 Leadership qualities.  These leaders exercise humility, 

reserve and unwavering resolve.  Collins (2001) found that these types of Level 5 leaders 

shared some common threads – they were modest and willful, humble and fearless.  The 
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Level 5 leader puts the organization’s best interest ahead of his own, does whatever it 

takes to make the company great, and has the desire to do things right because there is no 

other way to do it.  These leaders must also choose the right people to do the job.  To 

achieve success, Level 5 leaders must learn to take in all of the realities of the situation, 

cultivate a culture of discipline (which starts with disciplined people) and apply the best 

technology for the company’s purpose.  To maintain success, leaders must perpetuate 

faith in the organization and insist on competency (Collins, 2001). 

 Bolman and Deal (2008) believe that thinking must move beyond a single 

approach and embrace a multi-dimensional approach in order to understand 

organizations.  They outline this belief in a four frame model for leadership which 

focuses on structural, human resource, political and symbolic frames.  The most effective 

leader is able to practice multi-frame thinking encompassing each of these four 

perspectives as needed. 

 The structural approach models itself after a factory or machine, which are both 

governed by a set of rules.  Each move is guided by a flow chart that assigns roles to each 

individual, leaving no room for growth or employee input.  Policies and procedures 

dictate how the organization will function.  Of paramount importance to the factory 

model are the goals and the steps put in place to achieve these goals.  Additionally, 

technology and environment both largely contribute to the factory model.  This leader 

must act as a social architect (Bolman & Deal, 2008).   

 A more personal approach, the human resource frame, aligns with the concept of 

family.  To operate to full capacity, this frame takes into consideration what is needed by 
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the organization and what is available in the way of the skills of the people and aligns the 

two.  The leader who practices within this framework establishes relationships between 

and among the followers and embraces empowerment of employees (Bolman & Deal, 

2008).   

 In contrast, the political frame can be compared to a jungle – which encourages an 

‘every man for himself’ way of thinking - grounded in power and conflict.   This setting 

perpetuates competition, pitting employees against each other and creating the need for 

advocacy.  A leader operating within this framework must have political savvy as these 

circumstances breed organizational politics (Bolman & Deal, 2008).  

 Lastly, the symbolic frame can be likened to a carnival, temple, or theater.  Day- 

to-day operations are rooted in culture; all things are done because they have always been 

done that way.  Ritual, ceremony and story are woven tightly into the fabric of this 

organization.  The leader operating within the symbolic framework functions under the 

image of inspiration.  Successful leaders are able to size up the situation at hand and 

apply the framework that best suits the circumstances.  Many times leaders need to move 

from one framework to another as situations change and organizations grow (Bolman & 

Deal, 2008).   

A key ingredient in dealing with leadership challenges is flexibility, which refers 

to the way a leader adapts behaviors based on the situation at hand (Marzano, Waters & 

McNulty, 2005; Yukl & Lepsinger, 2005).  Change is inevitable, and the savvy leader is 

able to lead an organization through change in a healthy manner.  Dealing with change 

comfortably requires collaborative leadership skills. Seeking input from teachers and 
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affording them decision-making opportunities not only empowers them, but also 

improves professional commitment to the organization as well its mission. This 

empowerment positively affects change initiatives (Bartunek, Greenberg, and Davidson, 

1999; Schrum & Levin 2009).  Yukl and Lepsinger (2005) explain that flexible 

leadership consists of maintaining situational awareness, embracing systems thinking, 

building a commitment to a core ideology and leading by example. 

Leaders must maintain situational awareness.  In order to do so they must 

understand the processes that affect the organization, both what goes on inside and what 

is taking place externally.  The makeup of an organization consists of the attitudes of its 

participants which dictate the culture and climate.  It is important that leaders understand 

the politics and history of the organization to fully understand how it functions. The most 

effective way a leader can practice situational awareness is to maintain contacts in and 

outside of the organization.  Relying upon traditional modes of communication is 

important, but observing the day to day happenings and interacting with members allow 

for more in-depth knowledge of the institution (Yukl & Lepsinger, 2005; Marzano, et al., 

2005). 

The second key to flexible leadership is practicing a systems approach to 

thinking.  This involves understanding the interdependencies within the organizations in 

order to be able to predict short and long term outcomes resulting from decisions or 

actions.  Leaders must be able to weigh the worth of change by considering all possible 

outcomes.  Systems thinking requires considering trade-offs and long-term effects of 

even the smallest change within the organization as a whole.  Actions can ripple through 
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the system and possibly miss the desired outcome.  It is essential for the leader to 

calculate all potential consequences (Yukl & Lepsinger, 2005).   

The commitment to building a core ideology is another component of flexible 

leadership.  All leaders within an organization must be committed to a core ideology 

guiding its growth.  The core ideology is usually articulated through a mission or vision 

statement that explains the beliefs, purpose and expectations of the organization.   In 

order for various leaders to be successful, they must all understand and be committed to 

the central values and ideals of the organization.  This way of thinking must guide all 

decisions rather than taking action with a quick fix in mind (Yukl & Lepsinger, 2005).   

Finally, leaders must lead by example.  The actions of the organizational leader 

must model expected behaviors.  These actions serve as a form of influence and permeate 

the organization as a whole.  Dishonorable behavior can undermine the trust and destroy 

commitment on the part of employees.  Yukl and Lepsinger (2005) stress that setting a 

good example is influential, but setting a bad example is just as powerful.  Successful 

leaders of today should understand and practice flexibility in order to lead an 

organization to its full potential and to experience greatness.   

 In understanding inspirational leadership, two theories that must be explored are 

transformational leadership and charismatic leadership.  When blended together, the 

transformational leader's relationship orientation and leading by example and the 

charismatic leader's way of communicating and generating enthusiasm - produce an 

inspirational leader. 
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Marzano, et al., (2005) state that school leadership has a substantial effect on 

student achievement; they explore transactional and transformational leadership theories.  

These terms stem from the work of James Burns (1978) who states: 

 I define leadership as leaders inducing followers to act for certain goals that 

represent the values and the motivation-the wants and the needs, the aspirations and 

expectations of both the leaders and the followers. And the genius of leadership lies in the 

manner in which leaders see and act on their own and their followers’ values and 

motivations (as cited in Marzano, et.al, p. 13). 

 To fully grasp how transformational leadership evolved, one must consider 

transactional leadership, as it opened the door to transformational leadership.  

Transactional leadership positions the leader in a trade-off with followers.  The 

relationship between the two has one trading the other for something whether it be votes, 

contributions, loyalty, or employment (Burns, 1978).  Although there are times when the 

transactional leadership style would be beneficial to both parties, its hierarchical 

approach to leadership doesn't have the long- term success that transformational leaders 

enjoy due to their group approach to a common goal (Burns).   

Bass and Avolio (as cited in Marzano, et al., 2005) explain transactional 

leadership as the setting of goals and the rewarding of compliance with rewards and 

recognition.  These types of leaders believe it is their duty to maintain status quo, 

addressing problems as they arise. Followers generally focus on meeting the desired 

goals without collaboration (Marzano, et al., 2005).  In simple terms, transactional 

leadership is the practice of trading one thing for another.  Transactional leadership 
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focuses on the goal, the problem, or the purpose, not the person. This model encourages a 

hierarchical approach to leadership (Holmes, Schnurr, Chan & Chiles 2003; van Eeden, 

Cilliers, & van Deventer, 2008; Yukl, 1999).  

 James MacGregor Burns introduced transformational leadership in his book 

Leadership (1978) where he described it as a process by which “leaders and followers 

raise one another to higher levels of morality and motivation” (p.20). These leaders 

appeal to the values of the followers and have the long term interest of the cause in mind 

(The Transformational Leadership Report, 2007, p. 4) 

In his seminal work on transformational leadership, Burns (1978) defines 

transforming leaders as those who are able to engage the whole person.  Leaders seek to 

understand the motivation of followers and are able to engage followers in a way that is 

satisfying for both parties.  This type of leader has the potential to make leaders out of 

followers. 

       The transforming leader invites mutality and is comfortable with the reciprocal 

nature of leadership and followership.  These leaders not only share power, but also share 

the vision of the organization with followers (Burns, 1978; Miller, 2007, Resick, 

Whitman, Weingarden, & Hiller, 2009).  It is comprised of idealized influence, 

inspirational motivation, intellectual stimulation and individualized consideration (van 

Eeden, Cilliers & van Deventer, 2008). The influence of the transforming leader lends 

itself to love – ‘understood as a power basis’- that underlies the process through which 

this leader influences followers.  The followers feel safe and have feelings of trust, 

loyalty, admiration and respect toward the leader.  This approach allows the leader to 
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avoid the abusive elements of leadership that often permeate power (Yukl, 1999; Miller, 

2007).  

Charismatic leadership presents a leader who “inspires followers and generates 

some excitement among them so that they perform beyond expectations” (Bass, Burns, 

Conger & Kanungo as cited in Choi, 2006, p. 25).  Weber (1947) originally connected 

charisma with organizational leadership, but Robert House generated the first formal 

theory.  This theory argues that charismatic leaders encourage organizational change by 

sharing a vision and relying on strong bonds with followers to allow for acceptance of the 

vision (Ilies, et al. ,2006). Charismatic leaders transform followers by practicing social 

and emotional intelligence.  They are able to interpret social cues and adjust behavioral 

responses, which are key to the charismatic leader.  These leaders are acutely aware of 

and sensitive to followers’ needs.  “Leader emotional expressivity skills, including 

nonverbal expression through eye contact, animated facial expressions, and body/posture 

gestures, were strongly related to charismatic leadership” (Groves, 2005, p. 273). These 

leaders use social and emotional skills to influence followership. 

 “The roots of leadership lie in each leader’s personal journey toward self-

knowledge” (English, 2008, p. 48).  While theories on leadership are many, Gunbayi 

(2005) summarizes the underlying characteristic of a leader.  He states that a leader must 

propel an organization towards a vision and goal, thus this leader must take the existing 

structure and inspire followers by tapping into the strengths of each and helping them 

deal with change.  Leaders who engage the whole person are better able to do so (Burns, 

1978).  
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Inspirational Leadership 

 “Inspired people perform with or without rewards because they are driven 

internally by a sense of mission and purpose” (Kerfoot, 2002, p. 347).  The inspiring 

leader unleashes passion, creativity and enthusiasm.  This leader creates a culture of 

energy that thrives on the relationships built within the organization that is self-sustaining 

(Kerfoot, 2002).  Leaders who are driven by principles tend to focus on mentoring and 

inspiring others. These leaders allow core values to guide leadership decisions that are 

goal oriented.  This leader personifies trust and leads with candor, passion, courage and 

conviction (Greenburg, 2009). 

 The inspirational educational leader collectively compels followers by inspiring 

her staff.  This type of leader embodies a delicate balance of a combination of traits from 

five different areas.  She is also able to bring together pieces of each trait as needed.  The 

five areas contributing to inspirational leadership are transformational leadership, 

inspirational motivation, charismatic leadership, humor and leadership, and recognition.  

When all of these are put into place simultaneously, the final product is an inspirational 

leader.  

  According to Steven Covey (as cited in The Transformational Leadership Report, 

2007), the goal of transformational leadership is to transform systemically. This would 

change peoples' way of thinking and increase their vision by giving way to clarity and 

purpose.  Change that starts from the inside and works its way out maintains momentum 

and permeates the organization.  Change brought on by transforming is permanent.  
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Transformational leadership embraces change and requires that the leader see 

things in a new way.  Additionally transformational leaders provide personal attention to 

members of the team while communicating high expectations.  An integral part of this 

type of leadership is leading by example.  Behaviors becoming the transformational 

leader are referred to as the four I’s: individual consideration, intellectual stimulation, 

inspirational motivation, and idealized influence (Marzano, et al., 2005; Judge & Piccolo, 

2004).    

Schaubroek, Lam, and Cha (2007) studied the effect transformational leaders have 

on the performance of a team.  Such leaders inspired followers to go beyond personal 

goals for the good of the group.  This study shows that the nature of the transformational 

leader – one who makes decisions based on input and builds trust and relationships with 

followers – naturally inspires the team.  Thus, the practice of transformational leadership 

leads to inspirational leadership. 

Goleman, et al., (2002) describe inspirational leaders as those who can move 

people in the same direction by generating excitement about a shared mission.  Such 

leaders adeptly lead by example and are able to deliver the shared mission in a way that 

inspires others to follow.  These leaders create a sense of purpose that goes beyond the 

mundane tasks that make up the everyday tasks.  This makes work exiting compelling 

followers in a common direction. 

“Inspirational motivation is characterized by communicating ‘high performance 

expectations’ through the projection of a powerful, confident, dynamic presence that 

invigorates followers” (Bass as cited in Marzano, et al. 2005, p. 14). The ability to 
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invigorate followers is the key to inspirational leadership according to Bass. Inspirational 

leaders are those who tap into the potential of others, who give purpose to the day-to-day 

tasks of work and lead by example (Goleman, et al., 2002; Wilson, 2010; Luhrmann, T. 

&  Eberl, P, 2007).    

Judge and Piccolo (2004) define inspirational motivation as how intensely the 

leader communicates an appealing vision.  It is how the communication is delivered that 

is the core of inspirational motivation.  Leaders practicing inspirational motivation 

challenge followers to operate with high standards.  These leaders communicate 

optimism about the future and potential for achieving goals.  This method of leadership 

offers meaning for each task at hand (Judge & Piccolo, p. 755; van Eeden, et al., 2001).  

“Of all the talents bestowed upon men, none is so precious as the gift of oratory” 

(Winston Churchill as cited in Gallo, 2008, p. 1).  Churchill’s inspirational leadership 

was based upon his ability to communicate and his long term vision – never give up.    He 

was known for his honesty and his confidence in the face of despair.  An inspirational 

leader must convey hope with deep conviction in order to inspire followers, and do so 

with honesty (Gallo, 2008).   

Equally important to inspirational leadership is charismatic leadership.  Because a 

large part of inspiring is made up of how messages are conveyed, the charismatic leader 

is a natural fit for inspiring.  Inspirational motivation leads to charismatic leadership due 

to the fact that both rely heavily on delivery of information and emotional intelligence.  

Charismatic leadership embodies both of these traits.  The charismatic leader is able to 

communicate skillfully and confidently.  Charismatic communication is made up of 
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active listening skills including empathy and eye contact.  These traits, combined with 

self-confidence and enthusiasm, make up a charismatic leader profile (Judge & Piccolo, 

2004; Jacobsen & House, 2001). 

 “The term charisma (Greek for ‘gift’) has a distinguished history – it appears in 

19 separate verses in the New Testament” (Iles, et al., 2006, p. 1).  Charismatic 

leadership is powerful because it raises self-esteem of the followers both individually and 

collectively.  Affective influence on an organization is dependent upon charisma.  The 

charismatic leader uses emotion and trust to engage followers.  Energetic and enthusiastic 

leaders will energize the organization in the same way.  This interpersonal process is 

known as emotional contagion – “the process through which a person ‘catches’ or is 

infected with the emotions of another” (Iles, et al., 2006, p. 6).  The charismatic leader 

has a distinct personality type and is more likely than the non-charismatic leader to 

transmit emotional behaviors.  Charismatic leaders exhibit self-confidence and utilize 

power motivation.  These same leaders practice self-sacrifice and lead by example. 

(Jacobsen & House, 2001; Judge & Piccolo, 2004; Miller, 2007).  The charismatic leader 

performs with exaggeration, displays a larger than life persona, and represents himself as 

endowed with special powers.  This leader tends to emerge in times of stress and is able 

to make followers believe in them (Weber as cited in Miller, 2007).  

Jacobsen and House (2001) conducted a study on the process of charismatic 

leadership by creating a simulation and applying it to historical charismatic leaders.  The 

process consisted of six phases:  1) identification; 2) activity arousal; 3) commitment; 4) 

disenchantment; 5) depersonalization; and 6) alienation. The time required to complete 
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the process depended upon the intensity of the leader’s charisma. The model was easily 

applied to leaders of the past.  The new challenge will be to apply it to leaders of the 

future.  

The Department of Trade and Industry (DTI) partnered with the Chartered 

Management Institute to conduct a large study of workers in the UK in order to help 

businesses inspire and motivate their workers. Over 40 leaders and 600 managers were 

asked what inspirational leadership looked like (Tool for Leadership, 2007). The findings 

from that research helped in creating The Inspirational Leadership: Insight to Action Tool 

(Caret Consulting, 2005) a leadership survey that groups leadership behaviors into four 

dimensions:  1) creating the future; 2) enthusing, growing, and appreciating others; 3) 

clarifying values; and 4) ideas to action.  According to Nigel Crouch, a senior 

industrialist working with the DTI, the tool is a ‘strengths-based model.’  This tool allows 

leaders to understand their leadership style and focus on their strengths.  It assumes that 

everyone has all attributes becoming an inspirational leader, but each person is stronger 

in some than in others (Tool for Leadership, 2007). 

The Inspirational Leadership: Insight to Action Tool (Caret Consulting, 2005) 

explains that there are 18 leadership attributes, each one falling under one of the four 

dimensions:   

1) Creating the Future 

a. Visionary leaders tell a compelling story about the importance of the 

future and instill workers to want to be a part of it. 
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b. Legacy Builder leaders think beyond their stay and desire to build 

sustainability. 

c. Single-minded leaders are able to stay focused on the goal and keep 

workers on task to strive future success. 

d. Opportunity Awareness leaders can think forward as well as stay 

current with trends that affect their business 

2) Enthusing, growing and appreciating others 

a. Team Builders enjoy being part of a team and are able to encourage 

the team towards a common goal. 

b. Enthusers bring fun and enthusiasm to the workplace and are quick to 

give credit and celebrate successes. 

c. Enablers allow for the involvement of others and are based in trust, 

support, and genuine appreciation.  These leaders will hold themselves 

accountable for the success of their people. 

d. Social Adaptability leaders are able to easily converse with most 

people.  They are quick to respond to differences among followers, 

and are approachable, good listeners. 

e. Self Belief leaders are comfortable with who they are and are quick to 

appreciate the achievements of others rather than their own.  They are 

sincere and humble. 
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3) Clarifying Values 

a. Values Champions demonstrate their core values both at home and at 

work and feel they must guard these values – usually consisting of 

honesty and integrity. 

b. Consistent leaders model the values that they want to permeate the 

culture and are able to spot inconsistencies between values and 

behaviors. 

c. People Champions focus on others and treat them with respect.  They 

build systems in order to support followers and adjust them as needed, 

all while maintaining high standards. 

d. Customer Champions enthusiastically support their customers. 

4) Ideas to Action 

a. Self Reliance leaders possess self-confidence and are comfortable 

taking risks.  They allow others to share in this confidence and step out 

of their comfort zones. 

b. Enthusiastic Learners love to learn and get excited about new things.  

They enjoy bouncing ideas off of others, and they think laterally. 

c. Proactive leaders move quickly with urgency and determination.  This 

enthusiasm compels others to follow.  They are quick to find ways 

around road blocks. 

d. Knowing What Works! leaders are able to consider many ways to 

approach a problem and intuitively know which path to take.  They 
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make decisions based on facts and use of common sense, not 

emotions. 

e. Reflective  leaders consider all parts of the whole before making 

decisions and are good at communicating each person’s role to 

followers (pp. 13-17). 

Another attribute contributing to inspirational leadership is the use of humor in 

leadership.  Relationships are enhanced and influenced by emotion contagion, especially 

happiness through humor (Gladwell, 2002). The leader who uses humor to approach 

difficult subjects puts people at ease and effectively builds relationships. A culture of 

safety inspires followers to take risk and pursue greatness. People tend to want to be 

around those who make them feel better, and laughter has a way of doing that (Clark, 

2004). “Successful leaders have a sense of humor.  Teams that play together and laugh 

together are energized and creative” (North, 2006, p. 118).  Pink (2006) explains that the 

emotionally intelligent leader skillfully uses humor in the workplace which, “greases the 

wheels of the workplace” (p. 198).  Humor finds its way into the practice of the most 

effective leaders twice as often as average leaders.  One must understand the nature and 

practice of the use of humor as it can have a negative impact as well.  Joke crackers 

should be viewed as an asset in the workplace.  Humor enhances the ability to unwind 

tense situations, deliver difficult messages, improve morale and deflect hostility (Pink, 

2006).  “It’s time to rescue humor from its status as mere entertainment and recognize it 

for what it is – a sophisticated a peculiarly human form of intelligence that can’t be 
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replicated by computers and that is becoming increasingly valuable in a high concept, 

high-touch world” (Pink, 2006, p. 199).   

Goleman, et al., (2002) profess that humor engages us in a neurological way.  

“Laughing represents the shortest distance between two people because it instantly 

interlocks the limbic systems…the sound of laughter signals the group’s emotional 

temperature, offering one sure sign that people’s hearts as well as their minds are 

engaged” (pp.10-11).  Leaders should learn to add the use of humor to their array of 

communication skills due to the relationship between leadership effectiveness and warm 

humor.  Good leaders use jests to put people at ease and increase job satisfaction and 

performance (Brooks, 1992; Priest & Swain, 2002).  According to Holmes and Marra 

(2006), successful leaders, also known as motivational and inspirational, practice the use 

of humor effectively to maintain morale and to achieve workplace goals.  Many leaders 

who are perceived as more relationship oriented have managed to employ the power of 

humor to build relationships (Cooper, 2008).   

Humor draws people together and plays a number of important roles. According 

to Bolman and Deal (2008), humor not only brings people together, but also creates a 

safe place to express skepticism.  Furthermore, they explain that it contributes to 

flexibility, which can encourage creativity and adaptiveness.  The use of humor opens the 

door to reframing any situation, increases productivity, and puts people at ease. “Humor 

is a low-tech productivity booster that can be used to relax people and reduce their stress" 

(Anderson, 2005, p. 138). 
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Lastly, recognition plays a large role in the practice of inspirational leadership.  

Leaders who take the time to meaningfully and sincerely recognize a job well done will 

increase the morale of the organization.  Spreading positive emotion is contagious, and 

results are immediate.  Just as important as the recognition is the need to personalize it.  

A generic approach to recognition will not work, and there are countless ways to 

personalize.  “Recognition is most appreciated and effective when it is individualized, 

specific, and deserved” (Rath & Clifton, 2005). 

 “One of the most effective means to cultivate a goal-oriented culture is to 

regularly reinforce and recognize improvement efforts, both privately and publicly” 

(Schmoker, 1999, p. 111).  Recognition and celebrations serve as meaningful ways to 

increase morale and job satisfaction, which is generally an affective reaction to one’s job.  

It can be an energy boost in the culture of an organization.  When teams work together 

and accomplish goals, they must be recognized.  Recognition plays a large role in 

motivating followers, and it must come from superiors or peers.  Leaders have a 

responsibility to recognize accomplishments.  It is essential to have an atmosphere of 

acknowledgement and appreciation, which only requires a variety of methods and 

sincerity.  This praise must be an extension of the leader’s character, and it should serve 

to unite (Schmoker, 1999).   

Women in Leadership 

 Women tend to consider an educational leadership role an extension of the 

classroom – focusing on the well-being and learning of the whole child.  Women 

educational leaders are more likely than men to regularly invite participation in decision 
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making and value this practice more highly.  These leaders tend to build learning 

communities into the organization to increase knowledge of curriculum and instruction 

more frequently than men.  Women in educational leadership tend to enjoy teaching, and 

administration simply allows them to do so on a greater scale (Shakeshaft, 1987). 

Helgesen (1990) and Rosener (1990) (as cited in Bolman & Deal, 2009) believe 

that women bring a female advantage to leadership roles such as concern, nurturance, 

concern for people and the general ability to share information.  Also, the pressure to be 

powerful and feminine at the same time makes leadership difficult to navigate at times. 

Nel Noddings (2005) recommends that educators in today’s classrooms should 

address the whole student rather than strictly focusing on the curriculum. According to 

Noddings (2005), this can be done through caring.  She suggests that educators take time 

to develop trusting relationships with students in order to reach each one, and achieve 

desired results.  This relationship must be nurtured through communication and careful 

listening.  Additionally, she proposes the concept of Moral Education which consists of 

four equally important components: modeling, dialogue, practice, and confirmation 

(Noddings).   

Noddings (2005) explains that in order for students to understand and respect one 

another, educators must model this behavior with colleagues. The best way to implement 

modeling is through careful dialogue which requires participation from both parties and 

would be open-ended with neither party knowing a prescribed outcome.   
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Practice comes into play when students are given the opportunity to care as much 

as possible.  When students are placed in situations to practice reason, the capacity for 

reason grows.  The same is true for caring. (Noddings, 2005).  

Noddings (2005) states that confirmation is an important part of caring.  This is 

done by affirming others and encouraging the best in them.  Confirmation can only be 

practiced with sincerity if there is an established relationship between the individuals.  

Noddings (2005) believes that the curriculum based educational system as it has 

been in the past is no longer a fit for today’s student.  The system must change its focus 

to caring for the whole person, and the education will follow. 

Women leaders bring to the role skills that are typically associated with women – 

developing relationships with the school and the community and maintaining the 

importance of instruction in the effort to promote academic growth of the student 

(Grogan, 2008). 

“Do women know in different ways from men? Do they want-seek to know in 

different ways? Do they perceive differently? What is the cognitive stance of women, 

their interest and work in science?” (Cacoullos, 2001, p. 84).  These questions guide the 

feminist approach to research.  According to Louise Antony (as cited in Cacoullous, 

2001), feminist theory explains the wisdom and experiences of women that have 

historically been ignored.  Some would argue that women have knocked the doors down. 

Because of this feminist movement, new doors have opened for the female leader.  “The 

women who enter through those doors and rise to new career heights, often combining 

their careers with parenting, are, in effect, explorers and adventurers” (Rimm, 1999, p.1). 
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Eagly and Johannesen-Schmidt (2001) reveal that women exceeded men in three 

transformational attributes leading to the findings that women:  (1) evoked motivation 

and a sense of pride in their followers by their example, (2) displayed excitement about 

future goals; and (3) mentor and develop followers and carefully considered personalized 

need. Women are simply more communal and more commonly tend to display 

transformational leadership qualities (Young, 2004). 

In Women in Educational Administration, Charol Shakeshaft (1987) broke ground 

by delving into the world of the women in educational leadership to discover a lack of 

literature on this topic, fewer women in these positions than there should be, and reasons 

behind these gaps.  She suggests that all schools would benefit if leaders embrace 

strategies and practices that are traditionally considered feminine.  In her study, 

Shakeshaft focused on the differences in men and women in educational leadership roles 

and documents the existence of female organizational culture.  

       “Women are destined to rule the schools of every city (Shakeshaft, 1987, p.18) 

… I am convinced that we will institute a whole new form of management, a feminine 

form that is rooted in solid human values, that nurtures everyone connected with it, that 

accomplishes practical results with no loss of idealism. (Ruth B. Love, 1980, prior to 

appointment as the second woman superintendent of the Chicago public schools – as 

cited in Shakeshaft, 1987, p. 18).”  Although the activities necessary to the job prove men 

and women in these roles are often the same, the day-to-day activities undertaken are not.  

According to Shakeshaft (1987) women tend to accept more unscheduled meetings as 

well as take fewer trips away from the building.  Women also tend to observe teachers 
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more often in the effort to mentor and train.  Women have a tendency to take more work 

home, regularly assist in the training of new teachers, and enter the work with a service-

oriented mindset.  Women in educational leadership view themselves more as an 

educational leader or a master teacher, whereas men tend to place importance on the 

managerial role of leadership (Shakeshaft, 1987).    

Women also prefer people-oriented projects more so than men (Palmer, 1983, as 

cited in Shakeshaft, 1987).  This view of leadership as service allows for women to 

approach the job differently than men who see the job as an indicator of personal prestige 

(Shakeshaft, 1987). However, the context of the setting can influence the leader’s style 

and tends to be more common in female leaders.  “Female managers showed more 

people-oriented behavior in female-dominated settings and more task-oriented behavior 

in male-dominated industries” (van Engen, van der Leeden & Willemsen, 2001, p. 581). 

 Some leadership strategies are considered to be more feminine than others.  

Prime, Carter, and Welbourne (2009) define leadership qualities perceived to be more 

prescriptively feminine as relationship-oriented and care-taker traits, such as supporting 

others, providing encouragement, and rewarding subordinates for effective performance.  

Similarly, female leaders are associated with team-building, mentoring, and consulting, 

which fall into the category of relationship-oriented.  

Prime, et al. (2009) looked at leadership traits that are perceived to be gender 

specific.  Stereotypical feminine traits are listed as: supporting, rewarding, mentoring, 

networking, consulting, team-building, and inspiring.  Stereotypical masculine traits are 

noted to be: problem solving, influencing upward, and delegating.  This study surveyed 
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managers regarding their perceptions of the listed characteristics as attached to gender in 

leaders.  The findings revealed a higher percentage of female participants attributing 

feminine characteristics to female leaders.  Networking, the developing and maintaining 

of relationships with others, is designated as feminine because females are associated 

with building and maintaining relationships. Networking relationships offer the 

possibility of personalized information and the potential for resources (Prime, et 

al.,2009).   

According to a study done by psychologist David G. Myers (cited in Pink, 2006), 

women more frequently describe themselves as empathetic than men do. It is because of 

empathy that relationships with women tend to be more enjoyable.  The intimate and 

nurturing nature of friendships with women lends itself to more enjoyment.  Simply put, 

women were reported more likely to cry with friends than men. Because of this 

component of empathy, both men and women were more likely to seek out women when 

looking for empathy and understanding (Pink, 2006).   

Alexandros Psychogios (2007) defines an integrative women’s leadership model.  

This model is characterized by task commitment and personal sacrifice.  Additionally the 

integrative women’s leadership model addresses goal orientation and commitment to 

personal relationships with employees.  These leaders regularly operate with an emphasis 

on teamwork.  Many traditionally male led hierarchies are embracing female leadership 

tactics such as a collaborative, team-oriented approach that thrives on communication and 

networking. These women leaders need to be “strong decision makers, but are valued for 

their ability to engineer consensus among team members” (p. 176).  The same female 
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leaders are expected to bring the feminine qualities which offer a sense of humor as well 

as a personal touch (Psychogios).   

 Baldwin, Maldonado, Lacy and Efinger (2004) conducted a qualitative study 

seeking to examine the resiliency of women in leadership.  These researchers reviewed 

literature on resilience theory and introduced Theory F (Forbes, 1993, as cited in 

Baldwin, et al. 2004).  Theory F recognized the interdependence of people and suggests it 

be approached from a stance of service.  The Theory F (feminine) perspective is 

considered to be a synthesis of values and the needs of others which points to 

transformational leadership.  Thus, Forbes not only recognized the feminine attributes of 

leaders, he attached them to transformational leadership (Baldwin).  

It is because of these more stereotypically female attributes that the woman educational 

leader is a perfect fit for leading a school. 

Inspirational Women in Leadership 

The research on educational leadership, women in leadership, and inspirational 

leadership has several overlapping characteristics such as relationship orientation, 

communication, and personalized leadership.  When combined, the final product is 

inspirational women in educational leadership.  Other qualities enhancing her 

inspirational style include empathy, sensitivity, and connecting with others.   

 Prime, et al. (2009) credit female leaders with excelling at inspiring others and 

networking, which lend themselves to relationship-oriented behaviors. “We defined 

inspiring as motivating others towards greater enthusiasm and commitment to work by 

appealing to emotion, values, and by personal example” (p. 32).   A key component to 
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inspiring others is the ability to behave in conjunction with one’s values and beliefs, also 

attached to the relationship-oriented behavior lending itself more readily to female 

leaders.  Additionally, inspirational leaders talk about their values with conviction.  Due 

to the relationship-oriented nature of inspiring others, Prime, et al. (2009) consider this 

trait to be characteristically feminine. 

 Psychogios (2007) explains that today’s leader must not focus only on the bottom 

line, but on the inner-workings of the organization as well such as motivation and 

communication.  This type of leadership is known as transformational.  Transformational 

leadership behaviors tend to center around relationships.  These relationships work 

because they are made up of communication and guided by sensitivity - qualities 

characteristically considered female.  In essence, female leaders are people-centered, and 

tend to motivate by making the experience personal.  The relationship between gender 

and leadership style was studied as well as the ways women in the work force have 

advanced themselves (Psychogios, 2007).  This study, conducted in the business 

community, explains that female managers exhibit transformational leadership behaviors 

that revolve around relationships based heavily on communication and social sensitivity – 

more so than male managers. 

The effectiveness of leadership as a whole is contextually based.  Given the nature 

of the contextual influence, qualities stereotypically known as feminine are value added. 

These qualities, including cooperation, mentoring, and collaboration, prove beneficial to 

leadership.  These leaders must be future oriented rather than authoritative.  An effective 

leader presents herself as a good coach. “Among other important qualities of this 
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coach/teacher model of leadership is inspiring others to be creative and to go beyond the 

confines of their roles” (Eagly, 2007, p. 3).  Followers expect women to practice typically 

female traits such as kindness, concern for others, warmth, and gentleness which all tend 

towards transformational attributes.  Women exceed men in the area of individualized 

consideration and these women display leadership behaviors that lend themselves to 

success in today’s organizational environment (Eagly, 2007; Eagly & Johannesen-

Schmidt, 2001; Eagly, Johannesen-Schmidt & van Engen, 2003).  

 Furthermore, women have valid ‘ways of knowing’ such as feeling empathy and 

sympathy for others.  Women have the ability to easily put themselves in the place of 

others.  Additionally, they value first person stories.  These stories are seen as a way of 

learning, and purposely practicing caring (Ray & Anderson [2000] as cited in Pink, 

2006).  Stories are an integral part of our humanness and they allow for factual 

information to be delivered with an emotional impact – thus helping us to learn.  

Organizations that embrace ‘organizational story-telling’ bring awareness of the stories 

within their own walls and employ those stories in pursuit of their goals.  By nature, 

women value story-telling (Pink, 2006).  

 Empathy is the ability to actually feel what another person is feeling – to see and 

feel through her eyes.  Empathy is feeling bad with someone, not for them.  Women have 

a natural inclination towards empathy and an innate ability to infer what others are 

thinking.  Moreover, they adeptly read facial expressions (Pink, 2006).  Each of these 

natural talents, considered female in nature, enhances relationships and personalizes the 

experience.  Establishing relationships and personalizing leadership, both of which are 
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considered innate for females speaks directly to inspirational leadership behaviors. 

“Leadership is about empathy.  It is about having the ability to relate and to connect with 

people for the purpose of inspiring and empowering their lives” (Oprah Winfrey as cited 

in Pink, 2006).   

 Laughter has the power to mend, bond and put a smile on any face.  Using humor 

appropriately is a leadership asset (Pink, 2006).  In her TED talk, Liza Donnelly (2011), a 

cartoonist for the New Yorker, explains that women understand the rules and norms of 

society best because they are on the ground floor.  It is through the use of humor and 

poking fun at cultural norms she was able to break the glass ceiling of the cartoonists’ 

society.  She professes that women can impose change, one laugh at a time. While trying 

to survive in a man’s world, women frequently rely upon humor (Schnurr, 2008). 

English (2008) claims that leaders learn how to be leaders and that their practice 

is an acquired habit.  “To affect any improved understanding of leadership as a field of 

study, what must be restored to it are the lives, intentions, interactions, and contexts in 

which leaders labor and understanding of the objectives they were pursuing” (p. 176).  

Simply put, the study of leadership must include the nuances and the people that 

accompany leading an organization.   

Summary 

Chapter II presented a review of the literature pertinent to the study of 

inspirational women in educational leadership.  The study on leadership began with a 

knowledge base of transactional leadership and its hierarchical nature.  This cleared the 

path to discover the interactive temperament of transformational leadership and the 
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means by which leaders compel followers toward a common goal.  Additionally, the 

review of literature focused on charismatic leadership practices and the social and 

emotional intelligence it requires.  When studied closely together, the literature suggests 

that the strategies and practices of transformational and charismatic leadership combined 

produce an inspirational leader.  A further study of the leadership literature reveals that 

women in leadership positions tend to practice more of the inspirational leadership 

strategies than men and that many of the attributes of inspirational leadership are 

considered to be characteristically feminine. This study influences the construction of 

female leaders towards becoming an inspirational woman in educational leadership.  
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CHAPTER III 

 METHODOLOGY 

Introduction 

      The purpose of this study was to determine how inspiration works through the actions 

of women in educational leadership roles. This chapter discusses the qualitative research 

methodology and procedures used in this study, which include: method, participant 

selection, data collection and analysis (Calabrese, 2006). 

Methodology 

A qualitative methodological study was the most suitable format to use to study 

inspirational leadership and gender because of its exploratory nature (Creswell, 2003).  

Glesne (2006) explains that to understand a social phenomenon one must see it from the 

perspective of those who are involved in it.   The qualitative researcher must gain insight 

from the participants’ perspective to see through their eyes.  

Researchers use qualitative methods when trying to answer questions that involve 

people and their settings.  In order to understand such phenomena, the researcher must 

see how people and places go together and how they operate (Berg, 2009).  Qualitative 

data are made up of rich descriptions and explanations of processes that involve locations 

and people. Thus, qualitative researchers report in the form of words instead of numbers 

(Miles & Huberman, 1994). “Qualitative data, with their emphasis on people’s ‘lived 

experience,’ are fundamentally well suited for locating the meanings people place on the 

events, processes, and structures of their lives: their ‘perceptions, assumptions, 

prejudgments, presuppositions’ (van Manen, 1977) and for connecting these meanings to 
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the social world around them” (Miles & Huberman, 1994, p. 10).  This methodological 

approach would best help the researcher understand the phenomenon of inspirational 

female educational leadership. 

Phenomenological Study 

According to Gall, Gall, and Borg (2007) phenomenology is “the study of the 

world as it appears to individuals when they lay aside the prevailing understandings of 

those phenomena and revisit their immediate experience of the phenomena (p. 495).”  

The researcher conducting a phenomenological investigation has an intimate connection 

to the phenomenon being studied.  Because the researcher wanted to better understand 

inspirational leadership practiced by women in educational leadership positions, a 

phenomenological methodology was utilized. 

Edmund Husserl (1931) founded phenomenology as a philosophical movement.  

He believed that “the starting point for knowledge was the self’s experience of 

phenomena, which are the various sensations, perceptions, and ideations that appear in 

consciousness when the self focuses attention on an object” (Gall, et al, 2007, p. 495). 

Husserl formulated a process for one to experience, record, and analyze a 

phenomenon. Over time, psychologists standardized the processes into procedures as a 

guide for conducting a phenomenological investigation: 

1.  Identify a topic of personal and social significance – one that will engage the 

researcher both intellectually and emotionally. 
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2. Select appropriate participants.  The researcher can get to know someone 

through empathy and see if the experience of the phenomenon corresponds 

with someone else’s experience of the phenomenon. 

3. Interview each participant.  The researcher is to describe things as they are, 

not as they interpret them based on past experience.  This requires that the 

investigator and participant ‘bracket’ their past experiences and discover the 

phenomenon from the direct experience of the interview.  Researchers usually 

conduct at least one long, relatively unstructured interview in order to capture 

the essence of the phenomenon being studied.  

4. Analyze the interview data.  The researcher breaks the interview data into 

segments and looks for themes in the segments.  Then, the themes are 

synthesized and checked with the individuals (Gall, et al., 2007). 

A phenomenological study allows the researcher to understand the essence of a 

particular phenomenon by exploring human experiences.  This requires the researcher to 

study a small number of subjects in depth in order to develop common patterns 

(Creswell, 2003).  The advantage to a phenomenological study is that these studies can 

provide a kind of deep understanding of phenomenon or people by employing thick 

description (Berg, 2009; Glanz, 2003). This phenomenological study provided a glimpse 

into the heart of an inspirational woman in educational leadership. 
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Researcher Bias 

 According to Miles and Huberman (1994) one of the “pervasive issues” regarding 

qualitative methodology is the “distinct possibility of researcher bias” (p.2.), which can 

influence the findings of the study.  The researcher practiced bracketing (Gall, et al., 

2007) by making  notes during and after the interviews in order to record the data, minus 

the opinions of the researcher.   The researcher covered the in-depth experiences of 

several participants, meanwhile continuously self-checking to monitor beliefs and 

opinions. 

Research Questions 

The purpose of this study was to examine the phenomenon of inspirational 

women in educational leadership – whom they have inspired and how.  Creswell (2003) 

recommends that the questions begin with “what or how” and remain open-ended to 

allow for emerging design and should focus on a single concept (p. 106).  This qualitative 

study sought to answer the following guiding questions: 

1. How are women educational leaders described to be inspirational? 

2. How do women educational leaders exhibit inspirational leadership? 

3. In what ways do inspirational female educational leaders influence their faculty 

toward school improvement? 

In addition to these questions, the researcher used an interview protocol 

(Appendix A) with specific questions generated from the results of the DTI (2005) 

Survey Inspirational Leadership: Inspiration to Action (Appendix B) taken by each 

participant.  
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The Participants 

The study required certain criteria for potential participants to be a match.  The 

inclusion criteria included that the women in educational leadership positions must have 

been in leadership positions for at least two years in their current setting and whose 

school improvement was demonstrated through growth or stability in a determined set of 

indicators: student performance on multiple measures, participation of test takers, 

attendance, and decreased discipline, as revealed on the annual Texas Education 

Agency’s (TEA) Academic Excellence Indicator System (AEIS) report (TEA 2008, 2009, 

2010). Additionally, participants must be located in Central Texas. 

The researcher utilized purposeful sampling to select potential participants.  

Purposefully selecting participants allows the researcher to choose participants who “will 

best help the researcher understand the problem and the research question” (Creswell, 

2003, p. 185).  After approval from the Institutional Review Board (IRB) (Appendix C) 

the investigator sent a an invitational call in an email to women who participated in the 

Woman in Leadership conference, contacts at ESC Region 13, and various district 

administrators in the educational community seeking nominated leaders.  These contacts 

were asked to nominate women in educational leadership who not only met the inclusion 

criteria, but those who bring out the best in people, bring personal meaning, and activate 

the inner passion of their team.  These leaders would be those who involve everyone, 

encourage communication, enjoy celebrations, and practice recognition (Wilson, J., 

2007).  This query produced eight nominations. Nominated individuals were contacted 

via email and invited to participate in the study.  Five potential participants responded. 
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After initial contact with the participant a letter explaining the study in detail was emailed 

along with a Consent Form (Appendix D).  The researcher was clear in all 

communication that this was a voluntary experience and would take approximately one 

hour for the initial interview with a possible 30 minute follow up phone call.   

 From those five who were nominated and responded, the researcher recruited 

three participants who met all necessary criteria.  According to Gall, et al., (2007) there 

are no hard and fast rules to determine the number of cases to include in a study.  This 

falls upon the judgment of the researcher.  M.Q. Patton (2002) (as cited in Gall, et al., 

2007) explains that depth from a small sample provides valuable information especially 

when rich in information.  Patton also suggests that ideally the investigator should 

continue selecting cases until the “point of redundancy, that is, until no new information 

is forthcoming from new cases” (Gall, et al., 2007, p. 186). 

 Participant 1 worked in a 1A district on a campus that housed grades PreK-8.  She 

explained that she had always had a leadership personality and assumed those 

opportunities throughout school as cheerleader, in her sorority, and as a teacher on this 

campus.  Because of this, her move from teacher to administrator in this setting was a 

seamless one.  Her small physical presence in no way inhibited her leadership presence, 

nor did her age which fell in the 30-35 range.  She spoke with authority, and kindness, 

and with a strong voice.  Her eyes twinkled when she talked, and she was very animated 

in conversation.  She was humble, told honest stories about her leadership experiences, 

and laughed at herself along the way.  Although very outgoing, she had a quiet way of 

going about leadership on her campus. 
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 Participant 2 lead a middle school campus with grades 6-8 in a 3A district.  Her 

leadership experience started in the classroom as she worked with new teachers. She had 

an interest in data assessment that lead to new leadership opportunities with her district.  

Her first assistant principal position landed her with an extraordinary mentor from whom 

she learned many leadership tools. She talked about the fun aspect of leadership, and 

spoke with sincerity about staff members.  Her stories of experiences on her current 

campus revealed her efforts to develop relationships and create an atmosphere of caring 

and fun.  She was soft spoken, yet full of life.  The documents and stories shared by this 

campus leader showed that she was loved by her staff, and revealed a sense of mutual 

respect.  Her age range fell into the category of 40-45, and her tall stature created a 

presence of authority – which was softened by her smile. 

 Participant 3 came to education after a successful career in the military that 

spanned eight years.  Afterwards, she went to college in pursuit of a career in education.  

She taught for five years and mentored teachers before moving into leadership. She 

shared stories of independence and determination that naturally lead to leadership 

opportunities along the way.  Her setting was a PreK-5 campus in a 4A district.  She 

spoke with a great deal of animation and energy about the  systems and programs she 

brought to her campus. She made it clear that she believed all kids could experience 

success, and she was set on proving it.  Her age range also fell into the 40-45 range, and 

her leadership was unmistakable. Her dynamic presence was evident in her stories and in 

the way she interacted with others.  It actually created a tangible energy that lingered 
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even in her absence. She stressed the importance of relationships with staff members. She 

wrote countless, personalized notes in order to nurture those relationships.   

Data Collection 

 After gaining consent, participants were contacted via email to schedule a face-

to-face, semi-structured interview. An interview’s purpose is to gain information.  The 

researcher obtained permission for use of the DTI (2005) Inspirational Leadership: 

Insight to Action tool (Appendix E), which participants completed for use as a 

springboard for the semi-structured interview in the attempt to “get words to fly” (Glesne, 

2006).   The interview operated with some predetermined questions (Appendix A), but 

participants were allowed to digress allowing the researcher to go beyond the boundaries 

of the interview questions (Berg, 2009).   

Additionally, the investigator asked to interview two or three coworkers regarding 

the inspirational leadership of the participant. The researcher shared the top six attributes 

of the participant from the DTI (2005) Inspirational Leadership: Insight to Action tool 

and utilized a co-worker interview protocol (Appendix F) as a guide to gain input 

regarding the participant.  This interview protocol, along with the observation/document 

review protocol (Appendix G), was utilized to guide alignment to the 18 indicators in the 

DTI study (Caret Consulting, 2005) for consistency in the data collection process.   

The researcher conducted the face-to-face interviews with each participant in her 

natural setting in order to capture the essence of the inspirational leader and allow for 

interpretation (Creswell, 2003).  The researcher asked participants if they desired a 

pseudonym. If the participant declined, the researcher later chose one for her. With 
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permission, a digital recorder was used to record the interviews which were later 

transcribed verbatim.  The digital recorder and subsequent transcripts were kept in a 

locked setting at the researcher’s home. 

Additionally, using an observation\document protocol (Appendix G), the researcher 

recorded direct observations regarding the behaviors and activities at the research site 

allowing data to be recorded as it was revealed (Creswell, 2003).  These forms were used 

for the recording of field notes as well. 

 Furthermore, the researcher collected personal documents to enhance the experience 

and deepen understanding (Orcher, 2005).  Creswell (2003) explains that documents 

would be anything created by the participant such as letters and memos, photos and 

videos of the participant.  Documents collected by the researcher consisted of personal 

notes to and from participants, emails, Professional Learning Community (PLC) 

feedback, a spreadsheet of staff  interests and favorites, a calendar, a personal reward 

coupon, a staff development flyer, website publications, and newsletters.  In order to 

remain consistent with the data collection, the documents were reviewed using a 

document protocol (Appendix G). 

Data Analysis 

Data analysis involves making sense out of text and images collected during the 

data collection process. Moustakas (as cited in Creswell, 2003) explains that 

phenomenological research “uses the analysis of significant statements, the generation of 

meaning units, and the development of an ‘essence’ description (p. 191).”  
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Creswell (2003) writes that the ‘generic’ data analyzing process involves six 

steps: 1) organizing the data by transcribing the interviews, typing the field notes, and 

arranging the data; 2) reading through all of the data to get a general feel for the data; 3) 

begin coding the data by chunking and labeling categories; 4) use the coding system to 

create a general description and search for themes; 5) determine how to reveal themes 

and descriptions; and 6) interpret the data.  

The recorded interviews were transcribed and field notes reviewed to complete 

step one.  During step two the researcher read the transcribed interviews three times to 

fully understand the meaning of the interviews and get a sense of the whole (Creswell, 

2003).  While reading the transcribed interviews and reviewing the field notes, the 

researcher made notations in the margins and underlined significant statements or 

phrases.  This process began the coding of the data.  Additionally, this activity produced 

335 significant statements or phrases.   

Step four lead to the emergence of themes.  The researcher created three 

documents using the three guiding research questions as the titles noted in the header.  

Then, each underlined statement was copied and pasted onto the document of the 

research question it best answered.  The statements were grouped by participant on each 

document, indicated by a heavy line drawn between each one.  Lastly, the researcher 

printed each of the three documents by question number (noted in the header).  In order 

to be able to distinguish between the participants, the researcher printed each 

participant’s responses onto three different colors of paper – bright pink, bright blue, and 

white.   
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The researcher then cut each statement away from the document to produce 

statement strips in three different colors.  Next, index cards with the three research 

questions were placed on the floor as headers.  The strips were then grouped together 

according to commonalities (emerging themes) underneath each header.  Frequency of 

statements was monitored by stacks of colored strips in order to reveal themes.  As 

themes emerged, index cards were used to label each one.  The different colored paper 

was used to ensure the themes were consistent across participants.  Thus, the data was 

chunked and coded producing category labels – or themes (Miles & Huberman, 1994).   

Step five requires that the researcher determine how to represent the themes that 

have emerged.  “Many qualitative researchers also use visuals, figures, or tables as 

adjuncts to the discussions” (Creswell, 2003, p. 195). The researcher created a graphic 

organizer to display themes and sub-themes relating to each of the research questions.   

Making meaning of the data, or interpreting, was done in step six. According to 

Creswell (2003) the lessons learned could be “...the researcher’s personal interpretation, 

couched in the individual understanding that the inquirer brings to the study from her 

own culture, history, and experiences” (pp. 194-195).  The researcher interpreted the data 

considering personal experiences, and understanding of the literature on the topic, as well 

as understanding of her own culture and history (Creswell, 2003.)    

     This process was an ongoing one as well as recursive. The researcher practiced self-

reflection, or bracketing (Gall, et al, 2007), consistently during the data collection process 

as well as during the data analysis.  
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     Upon completion of the interpretation of the data, the researcher shared the findings 

and explained the process to a fellow doctoral student to determine if the process would 

naturally lead to these findings.  Additionally, the theme chart was sent to each of the 

participants for an opportunity for feedback.  No feedback was offered.   

Trustworthiness and Reliability 

Qualitative researchers ensure the trustworthiness of the study through the process 

of triangulation which allows the researcher to claim the data’s credibility, transferability, 

and dependability (Calabrese, 2006).  Triangulation is defined as collecting data from 

multiple sources and using them to build themes (Creswell, 2003).  Increased 

triangulation occurred through the alignment of the collection instruments around various 

indicators specific to inspirational leadership.  Additional naturally occurring evidence 

surfaced through the qualitative approach and was reviewed as a part of the emerging 

themes. 

 Internal validity was insured by practicing the following strategies suggested by 

Creswell (2003): 

 Triangulation of data was guaranteed by collecting data through face-to-face 

interviews, the collection of personal documents, participant observations, and interviews 

of coworkers.  

 Member checking took place when the researcher shared the study findings with 

the participants in order to ensure they were properly represented. 

The researcher practiced peer debriefing by sharing the study with a fellow 

doctoral student who provided external reflection and input. 
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The researcher reflected upon personal subjectivity regarding the study and thus 

accomplished the clarification of researcher bias. 

Summary 

 A qualitative methodology framed this study with the intent of understanding how 

inspiration works for women in educational leadership. The use of phenomenology 

design employing face-to-face interviews, personal document collection, and coworker 

interviews painted a descriptive picture of the leader.  Chapter IV will reveal the results 

of this study which will reflect the collected data. 
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CHAPTER IV 

 RESULTS 

Introduction 

     This chapter presents the findings of this study which explored the 

phenomenon of inspirational women in educational leadership.  This qualitative, 

phenomenological study utilized a purposeful sample of three campus level 

administrators in Central Texas who had held these leadership positions for at least two 

years.   In order to understand their inspirational leadership practices from alternate 

perspectives, the researcher also asked to interview two or three coworkers.   The focus 

was on how women educational leaders are described as inspirational and how their 

inspirational leadership style influenced their coworkers and influence school 

improvement.  The research questions included: 

1. How are women educational leaders described to be inspirational? 

2. How do women educational leaders exhibit inspirational leadership? 

3. In what ways do inspirational female educational leaders influence their faculties 

toward school improvement? 

     This chapter is divided into three sections.  The first section will be an overview of the 

study.  The second section will be an overview of the data analysis.  The third section 

will be a summary of the findings.   
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Study Overview 

     Each one of the participants met the inclusion criteria.  The participants’ campus 

leadership experience varied from less than five years to less than 10 years.  The ethnicity 

of each participant differed:  Black/White, Hispanic, and White.  Their ages ranged from 

33 – 44. The campus levels of the participants were grades 6-8, PreK-5, and PreK-8.  

Additionally, the district classifications were 1A, 3A, and 4A.   

 

 

 

 

Figure 2: Participant Data 

Each participant’s campus showed improvement through increased student 

performance or stability in multiple indicators as revealed on the annual Academic 

Excellence Indicator System (AEIS) report (TEA, 2008, 2009, 2010).   

Each of the participants experienced low teacher turnover rates during their two 

years as campus principal.  According to Texas Education Association (TEA) AEIS 

Report (TEA, 2010) the state average teacher turnover rate for districts during the 

academic school year of 2009-2010 was 12%.  Each participant experienced a lower than 

state average teacher turnover rate on her individual campus.     

 

 

 

 
  Participants     

Years 

Experience 

District 

Classification 

Campus 

Level Ethnicity 

Age 

Range 

 5 1A PreK-8 Hispanic 30- 35 

>10 3A 6-8 Black/White 35- 40 

>10 4A PreK-5 White 40 - 45 
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                                              Participant 1 -  1A, PreK-8   

                                               AEIS 2009, 2010, 2011   

    

 
2008-'09 2009-'10 2010-'11 

    Accountability Rating Recognized Recognized Recognized 

Met Standards - All 75% 78% 82% 

Reading/ELA 93% 94% 95% 

SS 92% 99% 99% 

Math 83% 85% 94% 

Writing 97% 97% 99% 

Science 77% 80% 82% 

Commended - All 25% 23% 19% 

Gold Performance Writing, Sci, SS Writing, Sci, SS,  

 

  

Rdg - Comp Imprv 

 Student Participation 97.20% 99.30% 99.20% 

Attendence 96.90% 96.80% 

 Discipline 0% 0% 

 

    Teacher Turnover Rate > 12% > 12% 

 

    Figure 3:  Participant 1 

Campus Data 
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                                              Participant 2 - 3A, 6-8   

                                                AEIS 2009, 2010, 2011   

    

 
2008-'09 2009-'10 2010-'11 

    Accountability Rating Acceptable Recognized Acceptable 

Met Standards - All 69% 72% 75% 

Reading/ELA 83% 88% 89% 

SS 73% 77% 76% 

Math 82% 81% 86% 

Writing 91% 96% 96% 

Science 73% 77% 76% 

Commended - All 10% 11% 14% 

Gold Performance Writing 

 

Comp Imprv 

    Student Participation 100.00% 99.50% 99.60% 

Attendence 95.60% 95.60% 

 Discipline 23% 2% 

 

    Teacher Turnover Rate > 12% > 12% 

 

    Figure 4:Participant 2 

Campus Data 
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                                              Participant 3 - 4A, PreK-5   

                                                AEIS 2009, 2010, 2011   

    

 
2008-'09 2009-'10 2010-'11 

    Accountability Rating Acceptable Recognized Exemplary 

Met Standards - All 82% 93% 94% 

Reading/ELA 94% 96% 97% 

Math 89% 97% 98% 

Writing 97% 99% 96% 

Science 81% 94% 97% 

Commended - All 26% 31% 31% 

Gold Performance Math Rdg/ELA, Sci Rdg/ELA 

 

Rdg-Comp 

Imprv 

Rdg/Math Comp 

Imprv Math/Sci 

Student Participation 97.50% 99.40% 100.00% 

Attendence 97.10% 96.30% 

 Discipline 3% 0% 

 

    Teacher Turnover 

Rate > 12% > 12% 

 

  

 

 

 Figure 5:Participant 3 

Campus Data 

   

     

The researcher utilized semi-structured interviews, personal document review, 

and observations to study the phenomenon of inspirational leadership in the female 

educational leaders.  The time and location of each of the interviews was chosen by the 

participant with each lasting approximately 45 - 60 minutes.  Each of the interviews with 

coworkers was between 15 and 30 minutes.  The audio taped interviews were then 

transcribed verbatim.  
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Data Analysis Overview 

      The analysis of the data was completed by using Creswell’s (2003) six steps.  The 

researcher read through each of the transcripts three times to gain complete understanding 

of the whole study.  During the reading of the transcripts the researcher began to search 

for themes by hand coding the data.   This was done by underlining significant statements 

and phrases and making notes in the margins.  Each notation of this hand coding 

represented a significant statement, section or phrase of the transcript.  This process 

produced 335 significant statements or phrases.   

      The researcher copied and pasted each statement onto one of three documents.  

Each document represented one of the three guiding research questions.  These 

documents were then printed, with each participant printed onto a different color of 

paper.  After printing, these statements were cut into sentence strips and grouped together 

under each research question in search of themes specific to each question.  Upon 

identification of the themes, a graphic organizer was created (see Figure 3: Theme Chart) 

to display the themes and to provide a glimpse into the essence of the phenomena of 

inspiration as revealed by the participants.  This theme chart was emailed to each 

participant for feedback of any kind.  None of the participants responded with feedback 

regarding the themes. Throughout the data analysis the researcher consistently reflected 

upon researcher bias and allowed themes to emerge on their own.  
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Figure 6: Theme Chart 
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Synthesis of the themes led to the conclusion that there were five overarching 

attributes that characterize these inspirational female educational leaders. (See Figure 4: 

Overarching Attributes) 

 

Figure 7: Overarching Attributes 
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Findings Summary 

 The purpose of this study was to examine the essence of the female inspirational 

leader in education.  This section of the chapter begins with a display of the top six 

attributes for each participant as reported by DTI (2005) survey.  The remainder of the 

chapter is organized in order of the research questions addressing the study which is 

followed with a discussion of the overarching attributes of a female inspirational 

educational leader.  It concludes with a discussion of three additional significant findings.  

Participant 1 Participant 2 Participant 3 

Visionary Customer Champion Team Builder 

Team Builder Enthusiastic Learner Enthuser 

Enabler Opportunity Awareness Proactive 

Values Champion Reflective People Champion 

Enthuser Consistent Self Belief 

Social Adaptability People Champion Reflective 

 

Figure 8: DTI (2005) survey results for each participant 

 

1. How are women educational leaders described to be inspirational? 

“The fun thing is a rule.  I think fun is a really important compliment to 

leadership.” 

 The theme of fun was common in describing all three of the of the campus 

leaders.  Each leader was described as being a fun person to be around.  One leader was 
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described as being fun and even sometimes silly. This participant wrote a note to a 

coworker on a card decorated with three women caricatures in swimsuits that proclaimed, 

“Come on…you gotta have fun!” The theme on this campus was Rock Star, and it was on 

display everywhere on the campus in order to embed it into the culture.  The marquee in 

front of the campus stated --E (elementary) Rocks!  This campus theme appeared on the 

fencing in front of the building, on the website, and in the trophy case there was a guitar.  

A sign on the door proclaimed --E (elementary) Teachers Rock! This campus had a 

tangible energy that centered on the fun theme that everyone ROCKED!  This participant 

also once initiated an impromptu ‘cheer’ practice in the hallway with students and staff 

just to lighten the mood.    

Not only were the leaders described as fun, but each of these leaders attempted to 

bring fun into the day to day happenings on the campus such as implementing themes for 

staff development.  One participant created an invitation for teachers to attend a staff 

development opportunity.  The invitation included cruise vocabulary, such as bon 

voyage, ports of call, and the campus name stated as the name of a ship, the USS –MS.  

Additionally, it included a photograph of the participant and three other staff members 

dressed up as musical entertainment on a cruise. Their costumes were full of flash and 

sparkle, and the picture was complete with a disco ball.  A coworker of this participant 

stated, “She brings fun back into education, back to the kids, because a lot of times 

principals will sit and they don’t think about the fun – school should be fun.” 

One participant allowed for games at in-service, planned for fun outside the 

school setting, and simply remained amicable. While walking the halls of the campus 
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with this participant, she spoke and shared a smile with each teacher we passed in the 

hallways.   

 “Okay, I’m understood; she gets me.” 

 Relationship-oriented was used to describe all three of the participants.  Each of 

the participants was credited with knowing the faculty and staff very well and being 

aware of the strengths and weakness of each.  “She knows what strengths each person 

has.”  This contributed to the ability to team people according to strengths and 

weaknesses.  These leaders were described as taking to time to get to know the staff as 

individuals. When asked how the campus leader teamed people together, one coworker 

replied,  “She’s really good at reading people, and her memory is unbelievable, knowing 

what they’re good at and what they can do and what they can’t do and who they get along 

with and that kind of thing, personality-wise and everything else.”   

 “She’s…and a very good communicator.”  

One important component of the theme of relationships was the ability to 

communicate, even in unpleasant situations.  One participant was described as very nice 

and articulate, and able to deliver unpleasant news without hurting feelings.  All three 

participants were described as being available for communication, two of those having an 

open door.  Each leader spent time visiting with parents, communicating with the public 

and with students.  To personalize the communication, all three leaders were described as 

writing personal notes and emails.  
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One participant wrote a note to a coworker stating, “Thank you so much for all 

your help this week! You are a true Rock Star and a team player! I KNOW that I can 

Always count on you!  Love ya Girly!”  

A crucial part of two way communication proved to be listening.  “She is a 

listener.  She’s not just one of those people who talks about herself.”  Listening to all 

stakeholders was an important part of the communication. “There is never a time that 

she’s not available for us.” 

“Recognition is huge.” 

The theme of practices recognition was consistent with all three participants.  

Each participant knew her staff individually and was credited with personalizing the 

recognition.  “She sends everybody little snippets of thanks, either in an email or by hand 

– she’s big on handwritten notes, which to me that’s also rare today because it’s really 

easy to send an email.”  Each coworker described the handwritten notes of recognition as 

a special, personalized treasure. “That’s kind of important, especially, you know, women 

in particular like – everybody wants to be appreciated.  I mean most human beings do 

anyway.”  

One participant wrote a note on a bright, multi-colored notepad to a teacher 

praising her strategies.  

Your room looks fabulous! I loved that you have already taught carpet 

expectations and your students are already working! There is no time 

for ‘down time!’ It looks like you have a great group!  Nice job with 
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the touch numbers.  You have already clearly explained; they totally 

understand!  You Rock & so do your kiddos! 

On the top of the note she added, “I love how you set expectations!” 

Recognition was also practiced publically in formal settings such as faculty 

meetings, school assemblies, and campus and district newsletters.  One participant 

recognized a custodian on campus in her campus newsletter. 

If you were unable to attend the Faculty meeting this morning, I wanted 

to let you know that Mr. [first and last name], our wonderful custodian, 

was the recipient of the –ISD Heartbeat Award!  Please congratulate 

him when you see him.  I know I speak for all when I say, ‘Well 

deserved!’” 

 A coworker of this participant stated, “She tells you when you are doing good.” 

“She’s extremely motivating when she talks to the teachers, or when she 

comes up with a plan, because she’s excited about what she wants to do.” 

Motivates emerged as a sub-theme of practices recognition among all three 

participants.  Although each participant was credited with motivating, it looked different 

from each leader.  One participant was described as being loud and exciting, thus 

motivating through excitement.  This excitement showed through even in handwritten 

notes to her team.  “Ladies, my $ is on you.  I know you guys are capable of anything and 

everything! I am jus glad that all of you are at –E with great kids dong AMAZING Work! 

Who loves you? ME!” 
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Two of the participants motivated in a quiet manner, particularly through 

personalized recognition.  “Sometimes she’ll leave a candy bar and a little note on your 

desk, and it will always be something that you like.” These notes were left on the desks 

of teachers after a regular classroom walkthrough.  These were small notes entitled 

[Mascot Name] Note and were marked as PDAS Document in order to provide 

documentation regarding the teacher’s professional duties in the classroom.  The campus 

mascot was proudly displayed at the bottom of the note just below signature lines for 

both the teacher and the principal.   

“She doesn’t have to tell somebody that she’s the leader, it’s just natural.” 

The theme of confident revealed itself with all three participants.  Confidence in 

decision making, in communicating, and simply in the way of being was important to the 

description of an inspirational leader regarding all participants.  “…they seem to exude 

that self-assuredness without being cocky, without being rude, just being themselves.”  

All three participants described an inspirational leader as someone whom you would want 

to be like – expressed through confidence.  

One that you want to be a part of what they’re doing. You know, an 

inspirational leader is one that I want to follow, that I want to be a part 

of what they understand and believe.  I can learn from, and I can grow 

from.  I can be who I am with that person and be a part of the magic 

that happens when it all comes together. 

“And she is very approachable.” 
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Approachable was a sub-theme that applied to all three participants.  The 

confidence that enhanced their inspirational quality also provided for the approachable 

nature of each campus leader.  Four coworkers described their campus leaders 

specifically as being approachable – even passing in the hall, “She greets us in the hall.  

You never feel like: Oh no, there’s the boss.” 

2. How do women educational leaders exhibit inspirational leadership? 

“It is a sense of team.” 

      The theme of builds teams was prevalent among all three of the participants.  

Bringing people together and capitalizing on their strengths was important in exhibiting 

inspirational leadership.  “I’d go and talk to people and get them to come along.  I 

brought lots of people in to start building teams.  And, my expectation is that my teams 

plan together every week.”   

Each of the participants planned events outside of the school day in order to 

enhance the teams on campus.  Team building activities away from the campus included 

trips to the lake, floating down the Guadalupe River, and a trip to a local camp for low 

ropes activities.  One participant also provided books of encouragement as well as team t-

shirts.   

One participant implemented Professional Learning Communities (PLCs) on her 

campus using strict instructions to follow the guidelines of PLCs.   

PLCs make things look different, and it totally, totally, totally, was the 

epitome of my campus when I got here.  They were all running a 

marathon; they were working their behinds off.  They were sweating, 
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loving, but they were all working individually on a marathon.  Now, 

we’re rowing the boat.  There were whole different kinds of hard work, 

but we’re all working together, and we’re going to win.   

 Another participant stressed the importance of ownership in decision making and 

working together to problem solve.  “And you’re a team, so work together and figure it 

out, and we can help each other, then that’s what we do.” 

 “I feel like as leaders our job is to grow other leaders.”   

 Grows leaders emerged as an important sub-theme to builds teams.  

Each of the participants encouraged growth among their teachers.  “I love 

growing teachers.  I love that opportunity.”  The leaders each shared 

responsibility with teachers, encouraged feedback, and sought their help.  

Knowing the teachers and understanding the dynamics on the campus was key 

to one participant. “They’re respected by their peers.  I knew that they not only 

were organized and they would get the job done, but yet people would listen to 

them.”   

 Additionally, two participants discussed allowing teachers and staff members to 

pursue areas of interest.  These same leaders encouraged staff members to grow 

professionally and academically and took steps necessary to aid these teachers in gaining 

access to these opportunities.   

It’s not always about their professional things where I’ll encourage 

them and help them if I see something.  Several folks that I, you know, 

spend a lot of time with helping them get into pre-teaching type 
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programs, or into the Masters program, just trying to help individual 

folks advance, because I – again, you know, you notice certain things 

about people, leadership things, so. 

 Finally, one participant explained that growing leaders was her way of giving 

back.  “So that’s one of my big things. This is how you pay it forward for people.” 

 “The teachers need to always know that what they’re doing is really 

important and appreciated.” 

 The theme of practices recognition emerged regarding how women educational 

leaders exhibit inspirational leadership in addition to how these leaders are described.  All 

three participants practiced the art of recognition, but each leader had her own way of 

going about it.   

 One of the participants began each of her weekly meetings with announcements 

of celebrations and successes.  In addition, she made celebration and successes 

announcements at the weekly assemblies in order to highlight teachers and staff 

achievements.  This participant looked for opportunities to recognize teachers. “Finding 

that extra opportunity to – that fun Friday phone call home.  Or, I’ve written home to and 

called husbands before and said, ‘Hey, I just want to tell you your wife was a rock star 

today.’” 

 Another participant expressed the importance of recognition both professional and 

personal.  She explained need to make personal connections.  When writing notes to 

faculty and staff for recognition, she also tried to incorporate the personal conversations 

previously had with staff members.  
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Everybody needs to feel like somebody paid attention.  So sometimes 

that note may be about professional things, sometimes it may be about 

a personal – you know, we do Campus Praise at every faculty meeting, 

sometimes the praise is about a kid, but a lot of times – I always have a 

[Campus Name] Praise, and mine’s always about a faculty member. 

The other participant described her recognition practice as less formal. Especially 

in a small setting she was more likely to acknowledge strengths and pair up those who 

need what the other has to offer.  She planned to implement a teacher version of their 

student ZAP awards where teachers would report good deeds done for them by a 

coworker, and names would be put into a drawing every six weeks.   

 “They taped her to the wall one year.  That was pretty funny.” 

 The theme of fun and celebrations was revealed with each of the three 

participants.  The fun that took place on each campus involved both students and staff 

members.  One participant allowed her students to participate in a campus fundraiser.  

She set a goal for the students.  When the goal was reached she allowed them to ‘tape’ 

her to a Velcro wall for fun.  Additionally, each year this participant hosts a carnival for 

incoming students to come to the campus and explore to learn their way around the 

campus.   

 This participant treats teachers to a payday luncheon where they are served a meal 

complete with decorations and a theme.  Once she hosted a steak dinner to honor the 

teachers. Additionally, for Teacher Appreciation Week she planned for a luncheon to 

celebrate and honor teachers.  She announced it in her campus newsletter. 
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I am sorry to say that due to an allergy attack this weekend… I was not 

here yesterday and failed to wish you all a WONDERFUL TEACHER 

APPRECIATION WEEK!! You should have received an invitation in 

your box inviting you to a luncheon in your honor in the feast room 

during your lunchtime.  We greatly appreciate the job you do and 

would like to celebrate this week in your honor. 

 Furthermore, one year when the staff was frustrated about talk in the community 

regarding the campus she turned the whole thing around.  “One year we had the smack, 

you know, the fly swatter.  The smack awards.  Somebody was talking smack about our 

school, so we just changed it to the smack awards.  It just got funny.” 

 Additionally, on one occasion the staff wore “little hats with little chickens.  They 

were cute with little eyeballs and a big beak, and we wore them to the inservice.  And, we 

did that little dancing chicken.” 

 One participant plans for fun at staff development opportunities and at staff 

meetings.  “We started with the food at staff meetings, that’s always been fun.  I give out 

coupons for getting to leave 30 minutes early; people enjoy that. We do a drawing at the 

end of every staff meeting, so that’s a lot of fun.”  For the staff development meetings 

before school starts this participant has fun activities that line up with the staff choices 

and interests.  “And, we do some staff parties throughout the year.  Like, we do a 

Christmas party.  And, we try to send out evites and do something on a Friday night.” 

 For the students, this participant hosted a Texas Day where the middle school 

students planned and provided for the elementary kids to go around and experience 
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different cultural activities.  “And, of course, we have Cinco de Mayo.  That’s a whole 

afternoon worth of celebrating the Spanish culture.” 

 One participant plans regular gatherings and celebrations.  “You know, little 

socials—like at Christmas time we have a party over at her house.  We have those every 

so often.  At the end of the year we have a big party where we go get a boat.  It’s just all 

of us celebrating together, and it’s nice.” 

 The students as well as the staff enjoyed SOS (Super Outrageous Science) days 

on this campus which took place once per month.  Students were placed in pods and 

traveled from classroom to classroom which each held different science related 

experiments or demonstrations.  “And they love it.”  

 “You know, she does ‘whoo whoo’ stuff a lot, in assemblies.  And, I think she is a 

former cheerleader.”  This participant had her office painted yellow with red trim which 

provided a stimulating atmosphere and a presence that reflected her personality.  

Additionally, she brought staff and students together to win the distinguished title of 

World Record Holder for the Largest Group Wearing Santa Hats at Once on the website 

www.recordsetter.com/events (2010).  

“What’s funny is then you’re modeling how they do it for kids, you know?” 

 Modeling was a theme that emerged for each of the participants regarding 

exhibiting inspirational leadership.  They explained that modeling was an important part 

of their day to day life on campus.  
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One participant explained that she models to her staff in order to inspire them. 

“So that’s how I try to inspire my teams to do those things, by doing it myself. I think 

that I talk the talk and walk the walk.” 

One participant described modeling for the teachers in order to encourage them to 

do the same thing when working with students.  “It’s kind of like me telling them to let 

kids have a design and a rubric, how the kids have buy in, you know, it’s that whole 

concept. So I have to try and model that and do the same thing.”  Furthermore she 

explained she that modeled positive ethics, being supportive and being encouraging in 

order to be the person she was asking her teachers to be “not just a do as I say” person.   

Another way she modeled for her staff was to use herself as the example when things 

didn’t go as planned in order to alleviate stress on others. 

This participant received a note from her superintendent that stated, 

“Congratulations! Someone has recognized your inspiration to others and the way you 

give of your heart by nominating you to the --ISD Heatbeat Team.  Thank you for all that 

you do for the students and staff of –ISD.”  Her modeling, and inspiring leadership, was 

recognized.   

One participant’s coworker explained that she exhibited inspirational leadership 

by modeling it. She never had to proclaim that she was the boss, but was able to get 

everyone on track.  “She’s able to help people to work together by comparing what 

they’re doing.”  She credited her campus leader with showing how to share leadership.  

“You know what?  Ms. Veronica did this this week, and it worked really well for her.  
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Ms. Veronica, could you tell everybody how that worked and how that went down?”  

Teachers were expected to treat students in the same manner.   

This participant was also happy to take suggestions from staff and modeled this 

for them as well.  “Hey, why don’t we try it this way? They always know that they can 

say that this stinks, and I’m okay with that as long as you’ve got a better suggestion than 

mine.” 

“I try to be present.  That’s important to me.” 

The sub-theme of presence was revealed under models as the presence of the 

participants provided for the modeling.   One participant explained that her presence 

helped keep everyone focused.  “I feel like I’m around and present enough to get my 

point across without having to be all up in your business kind of deal.”  She described 

being in and out of classrooms on a casual basis helped to maintain her presence.  She 

also enjoyed her study hall with students because it allowed her to remain situationally 

aware.  “I just sit and help, and I kind of fly under the radar because I know what’s going 

on in classes without always having to be in the class.  Kind of flying under the radar, but 

still soaking it all in.”  

This same participant walked the halls after school to debrief and hear about the 

day.  “I love walking the halls after school when all teachers are in the hallway talking to 

each other, debriefing about the day and how things went and how they didn’t.  I try to be 

part of those conversations.”  She made herself available at these times in order to 

attempt to find a balance of friend and supervisor, also to maintain relationships.   
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Another participant explained that she spends a lot of time in classrooms 

providing for the opportunity to give immediate feedback or make quick suggestions to 

teachers.  “I am constantly in classrooms, so I’m constantly saying, ‘Wow! That’s great! 

Or, why don’t you try this?’ I don’t document a lot of walk-throughs, I just go and 

wander the halls and sit in classrooms and hang out and talk to kids.”  This participant 

makes an extra effort to be “out there with kids.”  She revealed that she spent a great deal 

of time hugging on children and creating a presence with her students in this way.  When 

not in the classroom, she makes herself available for staff members to make appointments 

to visit with her.  During these meetings she gives them her undivided attention in order 

to show them that she is present.  

One participant not only revealed her presence by being visible on campus, but 

was described as being present at student events.  “All those activities, the band concerts, 

the choir concerts, the – when the doors are open, she’s here.” 

“You dream about having relationships like that with the other person that 

you work with.” 

The theme of builds relationships emerged as a component in the exhibiting of 

inspirational leadership.  Each participant knew her staff’s strengths and weaknesses 

which revealed themselves through the relationships developed on campuses.   

One participant explained that she spent her first year watching and taking notes 

on the teachers and their teams in order to get to know who they were.  She emphasized 

the importance of knowing teachers well, understanding and spending time with them in 

order to know their strengths and weaknesses and what their struggles are.   
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She also took the time to make the relationships personal. “You know, I also write 

lots and lots and lots of notes to teachers and put little love notes in the boxes.  During 

TAKS, I send every TAKS teacher a note. I just try to do the little extra things that mean 

so much to me that would mean so much to them, you know.”   

This participant explained that she not only develops a relationship with her 

teachers, but she encourages their growth by having them each create a personal mission 

statement and later revisits it with them. Additionally, she meets with students and has 

them set goals for themselves. “She’s bringing people to bring out the best in 

themselves.”  

One participant explained that her staff gets along because they have built 

relationships and know each other well.  She built relationships by personally speaking 

with teachers or writing them notes.  When she observed teachers she left them a note 

and a “little treat.”  At the beginning of the school year she had staff members fill out a 

survey regarding their list of favorites, candy, snacks, drinks, etc.  She created a 

Favorites spreadsheet and carried it around with her in order to keep favorites on hand. 

“See, this is the kind of dork I am, I carry their little Favorites thing around in my purse 

so when I’m out and I need something, then I can look at it and say, ‘Oh, so-and-so loves 

this.’” The spreadsheet lists every staff member down the left side in blue, and favorite 

things line the top of the page in yellow.  The participant pulled the list from her purse to 

share with the researcher revealing well-tattered edges and a random postage stamp that 

accidentally rubbed off in her purse revealing much use.   



   Texas Tech University, Patricia K. Cryer, May 2012  

83 

 

Another participant explained that she is good at knowing her staff members and 

reading her audience.  These relationships enabled her to deliver what is needed in the 

appropriate manner and at the right time.  “I don’t know that I treat them the same.  My 

sameness would be that I try to give them – each one of them what they need, or at least 

what I think or I feel they need based on their interactions with me and mine with them.”  

She had flowers sent to certain team members with notes of encouragement during 

testing season knowing how anxious they were about testing results.   

She explained that her personal relationships with staff members allowed her to 

respond to them in the way that they needed.   

I have teachers that need me to come stroke them every day.  I have to 

just stop by at five o’clock once a month.  We’ll visit for 30 minutes, 

and they are filled.  I’ve got another teacher that sends me a smiley face 

in an email – or a frowny face to let me know.  And that was what we 

agreed upon.  And I know that when I get that, I just get up and walk 

into her classroom. 

      This participant also reached out to make connections with students, according to 

a coworker, “I’ve seen her trying to make personal connections with kids.  If you don’t 

have a connection with kids, especially ones with behavior issues, you can’t figure out 

how to help them.” 

 “I try really hard to be respectful of the way they do things and the way they 

handle things.” 
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 The sub theme of respects emerged in conjunction with builds relationships.  

Each participant showed respect to staff members in a variety of ways including honesty, 

compromise, allowing for differences, asking for help, avoiding unnecessary meetings, 

valuing opinions, and handling confrontation in an unemotional manner.   

 One participant explained that she showed respect by allowing teachers to do 

things in their own way.  “I think that this position has really taught me that not 

everybody is the same, and that’s okay.  Everybody is going to have a little bit different 

style and a little bit different way of doing it. But if it works for them, and they’re 

successful so be it.  I just wouldn’t do it that way.” 

 A coworker of this participant explained that she wanted everyone to be happy 

because she knew that if teachers didn’t want to do something they just weren’t going to 

do it.  This approach revealed the participant’s compromising skills. 

 One participant showed respect to her staff simply by ‘loving them.’  She 

explained that she was very honest with her staff, almost to a fault, and delivered 

information in a way that was comforting if at all possible.  Regarding showing respect to 

her staff she added, “You know, I try to be very courteous and kind.  I try to lead with 

kindness.” 

 Another participant explained that out of respect for staff member’s time she 

rarely has faculty meetings.  “If I call a staff meeting, someone has either died or had a 

baby.” She delivered information through many other avenues, and felt it unnecessary to 

hold meetings without good reason.  She also revealed that if she had a concern with the 

behavior of an individual, out of respect for the group, she would discuss the behavior 
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with that individual rather than in a group setting.  She described her teachers as hard-

working and dedicated.  

 “So she’s just supportive in everything that we do.” 

 Another sub-theme that emerged under builds relationships was supports. Support 

was revealed by these participants in various ways. One participant explained that her 

capacity for compassion had been revealed in the past year as she tried to support a sick 

teacher.  She delivered papers to the teacher and returned lessons to the classroom in 

order to support her.  This participant was described as being meticulous about details 

and data.  “She keeps like a little rolling wheel of information in her head to where she 

can pair people up to help them get the support and help that they need. Whatever the 

kids need and whatever teachers need.  That’s what she does.” 

 One participant discussed supporting her campus by reaching out to the 

community for social as well as financial support.  “I am a one man road show if 

someone gives me an opportunity.  I get invited to lots of churches to speak.”   

 One participant explained her role as administrator was to pave the way to success 

for teachers.  “That’s another thing about being an administrator, I feel like, since my job 

is to do whatever it takes to make sure my teachers are successful.  It doesn’t matter if it’s 

with a parent, etc.” 

 A coworker of this participant explained that inspirational leaders inspire through 

support.  “The inspiration that they bring is them supporting you in what you are driven 

to do.  And when they support you, then, you feel good about yourself.  You feel good 

about what you are doing.”   
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 This same participant received a hand written note from a new teacher at the end 

of a previous school year that stated, “Thank you for all of your support.  I have had a 

fantastic first year, and I look forward to another one next year.”  Additionally, this 

participant shared a group card given to her by staff members each inscription started off 

with, “Thank you for….”  Many state plainly, “Thank you for your support. 

 “She stops whatever she’s doing and sits and listens and tries to have some 

positive feedback or encouragement.” 

 Another sub-theme that emerged from builds relationships was 

communicates/listens. Each participant found ways to communicate with all stakeholders 

which involved actively listening as well as delivering information.   

One participant utilized email to deliver information in order to leave open the 

floor for talking in meetings.  “Everybody can speak.  Everybody has the opportunity to 

share, so I try to really encourage that.”  She also created calendars in order to 

communicate upcoming events and obligations.  She kept an open door policy in order to 

keep lines of communication open with staff members.  “So my door is always open.  

People just walk in, which is good.  I appreciate that.” 

One participant communicated with staff in several ways.  She held meetings with 

staff members on a regular basis to verbally deliver information.  She generated an intra-

district newsletter as well as a parent newsletter.  Additionally, she posted news and 

information on the webpage in order to make it available to all stakeholders.   

In order to provide active listening, this participant utilized Breakthrough 

Coaching and asked that staff members schedule an appointment.  A coworker explained 
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the process. “She’s got scheduled appointments, and when you come in or a teacher 

comes in, you have her undivided attention during that 30 minutes, half hour, whatever it 

is, instead of interruptions.” 

Another participant delivered information and then explained that teachers to 

come to her with anything.  “I make sure that in everything folks know, ‘If you have a 

concern about it, come talk to me.  If you’re not sure, if you need help, if you need 

resources, anything.’”  In communicating with staff members, this participant explained 

that she asked a lot of questions in order to fully understand and to actively listen. 

Additionally, she prepared a campus newsletter that included upcoming events, 

important dates, business items, personal news, and campus observations. “But then I’ll 

put in there, so-and-so had her baby, or such-and-such made me laugh in the hallway 

because so-and-so did this in the class.” In one newsletter she stated, “Baby shower next 

Monday.  Yeah more [campus mascot] babies!” 

3. In what ways do inspirational female educators influence their faculties  

toward school improvement? 

“She is very motivated.  She does have a vision.” 

The theme of motivation emerged with all three participants. Each of the 

participants discussed a connection between an inspired staff and campus improvement. 

One participant explained her campus had dramatically improved her first year. “We 

went from an academically acceptable campus to one kid away, literally, one low SES 

kid away in science from being an exemplary campus last year.”   
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A coworker likened this participant’s motivation to that of a salesperson.  “And 

she’s almost sort of like a salesperson to me, you know.  You have to sell your product.”   

One participant discussed the importance of knowing the staff members in order 

to know how hard to push them and be able to anticipate a reaction.  She explained that 

one of her motivational responses to teachers when worried about difficult situations was, 

“It’s an opportunity.”  This same participant discussed that an inspirational leader would 

definitely motivate teachers toward school improvement. 

I would think you absolutely would need somebody like that to make 

the change, to inspire people to be better, do better, and work harder, 

work differently.  And maybe even to find something in themselves 

that they didn’t know was there, inspire them to maybe look at 

something differently or to be willing to attend a technology workshop 

or to bring in different things that maybe they hadn’t considered before, 

be more open to change.  It’s all about morale around here.  And if you 

can get them excited about getting better, I don’t think you could fail. 

One participant utilized her campus newsletter to motivate teachers and to set the 

tone on campus. 

As we start the new semester, I wanted to encourage you all to continue 

your tireless efforts to ensure quality education for all students.  We 

will have so many things going on this spring, and I know that we will 

all be seeing double as we juggle the many aspects of what we do.  Just 

remember to ask for help when you need it, take care of one another, 
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and keep your heart and mind focused on our goals.  This may be the 

time to look at your responsibilities and reorganize schedules, prioritize 

activities and look for ways to work SMARTER!! I for one have done 

this very activity and feel more confident about beginning the semester. 

 

“If I put it out there, I expect it to be done.” 

The sub-theme of expectations/accountability emerged as connected to the theme 

of motivation.  All three of the participants discussed setting expectations and holding 

people accountable in order to influence school improvement.   

One of the participants explained that she was careful about requirements.  She 

felt that if she was going to require something of teachers, it should be important enough 

to follow up on or she shouldn’t be doing it.  She described herself as being very clear 

about stating why things should be done, and how they should be done.  She also went on 

to explain although she didn’t always enjoy the follow up, she was sure to do it.  A 

coworker described her as calmly delivering the message.  “She’s really articulate, and 

she words things very well.  She’s so calm, and she just says, ‘Okay, well, we’re just 

going to do this.’” 

One of the participants very clearly stated her case about expectations to her 

teachers. “Either you’re with me, or you don’t have to stay. If this doesn’t sound like 

something you’re about, if this doesn’t feel good to you, this is not for you.  You need to 

make that decision.”   
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This participant explained that she had teachers sign off on campus expectations, 

“I have teachers sign expectation sheets at the beginning of the year.  My expectations for 

a teacher on this campus are: we will plan together and we will implement the same 

lesson plans.  You know, I hold people accountable if that’s not the case.”  

Her expectation was that there would be school success; the success should not be 

a surprise that happened accidentally.  She explained that the success should just come 

naturally.  “You know, I feel like we’re going to get to a place where it’s just natural for 

us.”  

She went on to discuss the part of a campus life that data doesn’t reveal, “But that 

data doesn’t really tell the whole story of this campus and the hard work that’s gone into 

things.  You know, it doesn’t talk about the magic that happens in the building.  So I just 

want everybody to make sure that they keep that vision of what they believe as their 

compass.”  She explained that this mindset would naturally lead to school improvement.  

Another participant explained that making a schedule helped her hold herself 

accountable for blocks of time for events.  Regarding setting expectations for teachers she 

explained that she had to mandate things at times, but she ensured that it came from a 

consensus.  One of her personal convictions helped with accountability across the board – 

with herself and with teachers.  “Because that’s another conviction that I have personally, 

you finish what you start.”   

 One of the ways she held teachers accountable with expectations, teaching, and 

grading, was simply to ask the teacher if that grade/behavior/expectation would be good 

enough for his/her own child.  She explained that by making things personal she was able 
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to change behavior and enforce accountability.  “Let’s just go ahead and get to the nitty-

gritty.  Is that going to be good enough for Johnny?  A 68?” 

 “And just giving them positive incentives.  You know, if you guys work hard, 

we’re going to do this…” 

  The theme of reward was revealed with each participant.  All participants 

discussed rewarding staff members and students for hard work.  One participant 

explained different ways of rewarding hard work through the incentives of a party or an 

extra recess.  Additionally, she asked for a reprieve from the district benchmark testing to 

show that good teaching matters most and to reward students and teachers for the 

previous year’s hard work.  She also regularly rewarded teachers for hard work and 

results with downtime away from school. 

 Another participant explained using coupons as rewards for various things.  Any 

time she asked teachers to do something such as attend a Board meeting or chaperone a 

dance, they received a coupon to leave from school 30 minutes early any day.  The 

coupon reads, “This coupon is good for: LEAVING AT 3:30 ANY DAY OF YOUR 

CHOICE.”  Other coupons varied from wearing jeans to breakfast tacos.  This participant 

also planned occasional parties for teachers to reward hard work.   

 One participant rewarded students for academic success in a ceremony where the 

students dressed up to participate.  Another reward opportunity for staff and students was 

an end-of-year carnival where everyone got to play games, and have cotton candy, snow 

cones, and popcorn.   

 “When I make decisions, I base it on what’s important for kids.” 
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 The theme of student focus emerged concerning the inspirational leaders influence 

on school improvement.  One participant explained that keeping the focus on students 

and not something else in order to maintain focus was constant.  She shared her plea to 

her teachers.  “Please look into your heart daily and keep that [students] as the forefront 

of what you’re saying or doing.  And, make sure that is your compass, your north star.  Is 

that how we’re guiding our instruction?  Is that how we are doing things?” 

 One participant explained trying to keep herself and her teachers focused on 

students.  “I try to maintain a very clear focus of who I serve.  And, I have to try to make 

sure that I remind teachers and all of us that we keep a good priority on who’s our 

customer.  Those are our kids.  What’s our product?  Why are we here? That’s our kids.” 

 This participant went on to explain that focusing on the whole student should 

automatically lead to success for the student. 

I always felt like if we were making the true improvements for kids on 

a campus that were going to meet their social, emotional, and academic 

needs, and assessment is a byproduct of it. It is going to take care of 

itself.  It shouldn’t be, and it can’t be our ultimate measure, because 

there are kids out there who ace the test that fail out of college because 

we didn’t meet the social and emotional needs for them.   

Yes, they can study.  Yes, they make good grades, but they 

don’t know how to interact with other kids.  They don’t know how to 

say what they need, or come tell you that someone’s abusing them.  

You know, social and emotional and academic needs for kids.  If we’re 
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meeting those needs for them, a state assessment?  No problem.  It 

should just automatically be there. 

“I’m going to credit teachers working together to make it all happen.” 

 The theme of teamwork emerged among all three participants in conjunction with 

how an inspirational leader influences school improvement.  The time planning together, 

communicating with one another about student success, Professional Learning 

Communities, and having common goals for students all contributed to the concept of 

teamwork on the campuses.  

 One participant credited the campus success to teamwork.  “We have had 

unbelievable turns.  I totally credit that to them getting on board together.”  She explained 

that some of the important components that went into their teamwork was having the 

extra time to plan together and providing the time for discussions across grade levels.  

This helped every teacher be involved with the success of the student.  According to this 

participant, the PLC component contributed a great deal to student success.  “We just got 

all of our 5
th

 grade results in. My campus was the third highest math in the district.  

That’s totally about them being held accountable for everybody and everything, and each 

other.  There’s no slacky teacher because there is no place for them.  On a PLC you see 

through it immediately. It forces them [teachers] to have conversations about kids and 

instruction and how they will do this and that.” Everyone in the building participated in 

the PLCs. 

 Another participant explained the importance of implementing teamwork.  “I feel 

like that’s kind of been a baby step of getting them to just communicate with one another.  
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And, I felt like with the relationships and the communication then they would be more 

willing to work together. You know, we’re a team and we’re going to work together.”  

She went on to explain that there were some very strong teachers who were inspiring to 

other teachers who had been able to get together and flourish as a team.   

 One participant discussed the success experienced when a group of teachers came 

together as a team. “Our TAKS scores have improved. I have seen this campus go from 

being about this close to being academically unacceptable to being this close to being an 

exemplary campus - with a lack of outside resources, with a lack of a structured 

curriculum that was sound – just from us banding together and really analyzing and 

reading and pushing ourselves – and not accepting that this was good enough.” 

“I think that’s a big deal, too, that they know that I’m in it with them.  If 

they’ve got four kids they mentor, then I’ve got four kids.” 

A sub-theme that emerged under the theme of teamwork was shared 

responsibilities.  One participant not only shared in the responsibilities required of the 

teachers, she also shared the responsibilities of the campus leader.  Her coworker 

explained, “Leadership begins at the top, but it trickles down.  If you have a good strong 

leader, and she allows others to lead in the school, you get all kinds of ‘weird’ things 

happening.  And we have some of that.”   

One participant shared in the state accountability process with her teachers by 

organizing the data in an easily understood format and getting it out to the teachers.  

Additionally, she ran a study hall during lunch. “I go to the library and do tutorials, 
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essentially, anybody who hasn’t finished homework or needs help on a project – or failed 

the spelling test and have to rewrite the words.” 

One participant shared in the responsibilities of the teacher by heavily 

participating in the PLC process.  She wrote letters to the team every time she went 

through the notebook providing feedback and instruction to share the feedback at the 

beginning of every meeting.  One PLC letter reminded the team to be sure and catch up 

on the curriculum with the approaching test dates looming.  The participant also made 

herself available to help the team. 

Please know that I am with you on whatever you need to do to be 

prepared for math and reading.  I am also available to help with 

tutoring if you need me.  I am in this with you guys. I am here for you 

and the children.  I can do whatever you need. 

Additionally, her weekly meetings with the teams focused on staff development to 

improve student performance.   

Overarching Attributes 

 Close examination of the themes and sub-themes revealed five overarching 

attributes that characterize a female inspirational educational leader.  Some of the themes 

and sub-themes overlapped within the attributes, revealing that she must exhibit 

inspirational behaviors in order to be described as inspirational.  These five attributes 

were presence, motivation, collaboration, relationships, and fun.  The authentic presence 

of the campus leader provided the vehicle for the inspirational behaviors, thus was central 

to the existence of these behaviors.  The essence of the female inspirational educational 
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leader existed in her authentic presence which manifested itself into motivation, 

collaboration, relationships, and fun.  

Significant Findings 

 Three additional common themes emerged among all of the participants. Each one 

of them: had a mentor or an example/role model, was nudged by someone to pursue 

leadership roles, and are continuous learners.   

 “I’ve been surrounded by the most incredible leaders.” 

 While discussing their pathways to leadership, each of the participants explained 

having had a mentor or an example/role model to learn from while growing into the 

leadership position.  One participant described her former leaders as allowing her to learn 

about leadership situations before taking on the role herself.  “I’ve worked with great 

principals who have allowed me to take on those roles and learn how to do things under 

some wings before I actually had to do it myself, independently.”  She went on to 

describe her first principal as a phenomenal leader who really “knew her stuff” which 

impressed her.  “And every day I thought, ‘You know, some day I’m going to know that.  

And some day I’m going to want to know all of those things.’” 

 One participant described a leader outside of her campus who impressed her as a 

strong leader, and one whom she would like to model herself after as a leader. “I think 

there are always people you admire and try to model yourself after.  I went to their first 

meeting…and sister can run a meeting! I mean, just as sweet as she can be but was 

efficient and organized, was polite to the other ladies but very quick redirecting the 

conversation so they wouldn’t lose focus.  And I was like, ‘She’s Good!’” 
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 One participant explained her first principal over her as an assistant principal as a 

very encouraging mentor who continues to influence her leadership. 

She was one of those people who you watch and think, ‘Oh, that’s 

exactly what I want to do.’ She was very motivating, very creative and 

very fun.  She did mini-workshops all the time with our campus that 

were just hilarious.  So it was very motivating for me to start thinking 

along those lines. She’s that, ‘You’re going to have a great year.  

You’re a little star’ – that kind of person. 

 But you learn a lot from those motivators and you – I was – 

I’ve always been a watcher.  So it was good to have a person to watch.  

So that was probably the best decision I every made. She was – still is, 

just mentor extraordinaire.  I learned so much working with her. I have 

her notes saved from the very first card I got from her as a teacher to 

the card that I got with flowers the first day I was a principal.  I still get 

flowers from her every year on the first day of school. 

 “I really did not expect to be an administrator.  That wasn’t really my plan.” 

 Each one of the participants explained that the path to their leadership role was set 

in motion by a nudge from a former leader.  They had not set out to seek the role of 

administrator.  Their leadership as teachers and the way they naturally assumed 

leadership roles brought their abilities to the forefront.  One participant explained that her 

mentoring experience led to her pursuit of leadership.  “So I mentored for two years, and 

during that time they convinced me that I needed to get my administrative certificate.”  
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 One participant described herself as a natural leader throughout her life. “I don’t 

want to say I bully people, but I tend to be the one that raises my hand and say, ‘I’ll do 

that. I don’t mind. I can do that’ I’m comfortable being in that position.  I think growing 

up I did that.  I was always the head cheerleader and class officer and stuff like that.”   

 This natural leadership tendency revealed itself to her former principal, which led 

him to encourage her to obtain her administrative certificate. “It was really funny.  He 

approached me and said, ‘I really think this is something you should do. You need to go 

back to school.’”   

 One participant explained that leadership wasn’t something that she ‘got into’ but 

something she felt like was a part of her.  “To me an educator is a leader, in your 

classroom and in everything you do.  I don’t think I felt like it was something I got into.  I 

just feel like it was something that I already was, you know, as a classroom teacher.”  Her 

natural leadership qualities as a teacher were noticed.  She explained that her first 

assistant principal job came to be because the principal called and asked her to interview 

for the position. “I didn’t apply for that position.  I got a call from the principal, who had 

gotten a recommendation, and she noticed that I hadn’t applied for her position.  So she 

called and asked me to come and interview.” 

“And I’m back to school now working on my Ph.D.” 

 The theme of continuous or life-long learning emerged with each of the three 

participants.   Two of the participants were enrolled in doctoral programs with 

universities, and one explained that she takes advantage of learning opportunities that 

apply to her campus, particularly one offered by the state for low-performing principals.    
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 One participant explained this continuous learning satisfied a personal interest.  

“I’m not frightened by new things.  But I love reading about all the cool stuff, new ideas, 

and research. I like reading about it, I like hearing about it, and then you take it and use it 

in such dynamic ways.  I love the adventure of anything, and for me, in education, it is an 

ongoing adventure.” 

Although Enthusiastic Learner was found to be a characteristic of an inspirational leader 

by the DTI  study (Caret Consulting, 2005), it emerged most clearly with only two of the 

three participants. 

Conclusion 

I know now, I think, that we tend to be a lot more nurturing as administrators, but 

15 years ago I don’t know that that was necessarily seen as the role of the 

administrator.  In the design of my district, which is not foreign to most districts 

at that time – 15, 20 years ago – it was still very male dominant. 

- Study Participant 

 The participants each entertained a semi-structured interview with the researcher 

and recommended two to three coworkers to be interviewed as well.  The researcher 

collected personal documents from each of the participants and made observations in the 

natural setting of each of the participants.  Each of the participants felt that relationships 

were important to her leadership style.  Overall the participants operated in a 

collaborative manner relying on communication in various forms as well as active 

listening.  All of the participants brought fun to the campus, both for teachers and 



   Texas Tech University, Patricia K. Cryer, May 2012  

100 

 

students.  Among the participants motivation was prevalent, particularly by modeling.  

Lastly, presence was central to the operation of the campus for each participant.    
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CHAPTER V 

DISCUSSION AND SUMMARY 

Introduction 

This study sought to understand the essence of the phenomena of inspirational women 

in educational leadership and its influence on school improvement.  It was embedded in 

the convergence of the leadership concepts of charismatic leadership theory and 

transformational leadership theory.  The results of this study add to the body of 

knowledge regarding how inspiration works and may be applicable to administrative 

training programs, particularly for women.  Additionally, the study demonstrated that 

with the convergence of charismatic leadership theory and transformational leadership 

concepts a framework for inspirational leadership emerged. The research questions 

included: 

1. How are women educational leaders described to be inspirational? 

2. How do women educational leaders exhibit inspirational leadership? 

3. In what ways do inspirational female educational leaders influence their faculties 

toward school improvement? 

This chapter will briefly review the study and discuss the theoretical/conceptual 

framework. This will be followed by a brief discussion of the participants.  Next, there 

will be a discussion of the findings, followed by recommendations for future study.   

Review of the Study 

 The purpose of this study was to understand the phenomenon of inspirational 

women in educational leadership and their influence on school improvement through a 
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qualitative, phenomenological study.  This qualitative study utilized a purposeful sample 

of three female campus administrators who had been in leadership positions for at least 

two years in their current setting and whose schools had shown measured improvement.  

Additionally, participants were asked for two or three coworkers to be interviewed 

regarding the inspirational nature of the participants. Semi-structured interviews, 

observations, and personal document review guided the study.      

Theoretical/Conceptual Framework 

 The researcher proposed combining two theories: James Burns’ (1978) 

Transformational Leadership Theory and Robert House’s (1977) Charismatic Leadership 

Theory.  Practices from each of the theories can be found in the leadership approach of 

the inspirational leader.   

 According to Marzano, et al. (2005), the transformational leader brings a dynamic 

presence to the organization.  This leader has quality character and leads through 

exemplary behaviors and accomplishments. Transformational leaders’ approach to 

leadership is relationship based and relies on communication, trust, and respect (Yukl, 

1999; Miller, 2007). 

 The charismatic theory practices social and emotional intelligence when dealing 

with followers (Groves, 2005).  These leaders are skillful communicators and develop 

strong relationships with followers (House as cited in Ilies, et al., 2006).   

 The Inspirational Leadership Theory exists within a convergence of the two 

theories.  The inspirational leader practices parts of the transformational leadership theory 

and the charismatic leadership theory.  She engages the whole person through 
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relationship building, communication, trust, and respect.  She practices social and 

emotional awareness, which is enhanced by her relationships with followers.  

Additionally, she shares leadership responsibilities with followers and models these 

leadership behaviors. 

The Participants 

 The participants were selected purposefully to best help the researcher understand 

the phenomenon of inspirational leaders (Creswell, 2003).  Each participant met the 

inclusion criteria of two years in leadership at her current setting, located in Central 

Texas, and documented school improvement.  The years of leadership experience ranged 

from five to ten years. Their ages were in the range from 30-45, and the ethnicities were 

Black/White, Hispanic, and White.  Two of the leaders obtained their campus leadership 

certificate through a university degree program, and one through an alternative 

certification program.  Additionally, each participant experienced low teacher turnover 

rates.   

Discussion of the Findings 

 Presence 

 Each of the participants discussed the importance of being available, visible, and 

approachable.  The day-to-day workings of the campus ran on the promise of the 

authentic presence of the campus leader.  According to Marzano, et al. (2005), the 

transformational leader is expected to bring a dynamic presence to the organization.  

Although the dynamic presence looked different with each of the three participants, they 

each discussed how important it was to be in the classrooms, in the hallways, in the 
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office, at the meetings, and at the school functions.  Their presence was a part of the 

campus and remained influential even in their absence.  The importance of the authentic 

presence of each participant was manifested by the four remaining attributes connected to 

an inspirational leader: motivation, collaboration, relationships, and fun. 

Motivation 

The participants each described their motivational traits differently.  What they 

had in common was modeling behaviors on their campuses. The participants modeled 

relationship behaviors towards teachers in hopes of influencing teacher to student 

behaviors.  Additionally, they modeled teaching strategies and lifelong learning. 

Enthusiastic Learners was one of the 18 attributes assigned to inspirational leaders in the 

DTI study (Caret Consulting, 2005). According to Yukl and Lepsinger (2005) setting a 

good example is important and can prove influential, just as a bad example can 

undermine trust and permeate the entire campus.  An integral part of transformational 

leadership is leading by example and communicating high expectations (Marzano, et al., 

2005; Judge & Piccolo, 2004).  Eagly and Johannesen-Schmidt (2001) revealed that 

women not only evoked motivation and a sense of pride in their followers by their 

example, but the also displayed excitement about future goals.   

Each of the participants explained that setting expectations and goals was 

important to the success of their campuses.  Goleman, et al. (2002) described 

inspirational leaders as those who move people in the same direction by generating 

excitement about a shared mission.  “Inspirational motivation is characterized by 

communicating ‘high performance expectations’ through the projection of a powerful, 
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confident, dynamic presence that invigorates followers” (Bass as cited in Marzano, et al., 

2005, p. 14).   

Collaboration 

Collaboration played a key role in the inspirational leadership of each of the 

participants.  The participants discussed the importance of the building of teams on the 

campus.  Much effort went into the planning for the collaboration of teams on campus to 

better serve students and off campus to bond and encourage the sense of team. “Teams 

that play together and laugh together are energized and creative” (North, 2006, p. 118). 

According to the Caret Consulting and the DTI (2005) study Team Builders is one of the 

18 attributes assigned to an inspirational leader.  These leaders enjoy being part of a team 

and encouraging them toward a common goal.   

The transformational leader is comfortable with the reciprocal nature of 

leadership and followership (Burns, 1978). Each participant expressed enjoyment 

regarding being part of the team on her campus.  Additionally, she enjoyed sharing the 

responsibilities and growing leaders.  Shakeshaft (1987) explains that women are more 

likely to invite participation in decision making and value it highly.  Eagly and 

Johannesen-Schmidt (2001) revealed that women, more often than men, mentor and 

develop followers and carefully considered the personalized needs of followers.  

Relationships 

The participants discussed the importance of relationships with staff members as 

well as students.  Knowing each person well on a personal level was a piece of the 

leadership style that allowed the campus leaders to best address the needs of all 
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stakeholders involved and achieve success. Ilies, et al. (2006) explained that the 

charismatic leader relies heavily on strong bonds with followers to pursue goals. These 

relationships were established primarily through communication. Schaubroek, et al., 

(2007) described the transformational leader as one who makes decisions based on input 

and builds relationships with followers.  

Similarly, the charismatic leader relies on social/emotional intelligence and is able 

to communicate skillfully.  This communication includes active listening and empathy 

(Judge & Piccolo, 2004; Jacobsen & House, 2001).  Additionally, the charismatic leader 

uses emotion and trust to engage followers (Ilies, et al., 2006).   

Alexandra Pyschogios (2007) conducted a study that revealed, in part, that 

women leaders have a commitment to personal relationships with employees more so 

than men.  Also, women leaders operate with an emphasis on teamwork that thrives on 

communication and networking.  

Recognition and appreciation played a large role in the leadership style of each of 

the participants.  “Recognition is an absolutely crucial element of 

inspiration…inspirational leaders know that it’s vital that people feel appreciated and 

valued, so show their appreciation through extensive celebration of success – both 

formally and informally” (DTI, Inspirational Leadership, 2005, p. 5).  

Nel Noddings (2005) challenged educators to reach students through caring 

relationships steeped in communication, dialogue and confirmation.  Each participant put 

these components into play with staff members in order to nurture relationships.  
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Each of the participants took the time to recognize hard work and achievement.  

Personal note writing and emailing were popular among all three participants.  

Additionally, formal recognition took place in team meetings, assemblies, and campus 

newsletters.  Schmoker (1999) explains that recognition cultivates a goal oriented culture 

and increases morale and job satisfaction.  Furthermore, Prime, et al., (2009) define 

leadership qualities perceived to be relationship-oriented and more feminine than others 

as: supporting others, providing encouragement, and rewarding subordinates for effective 

performance. 

The DTI (Caret Consulting, 2005) study found one of the 18 attributes attached to 

an inspirational leader to be Enthusers.  Enthusers are quick to give credit and celebrate 

successes.  Additionally, Enthusers bring fun and enthusiasm to the work place. 

Fun 

A common thread that ran through each of the conversations with participants was 

the attribute of fun.  Each participant found ways to work fun into the experiences on her 

campus.  This was done through celebrations, team building as well as learning.  All 

stakeholders had access to fun.  All three participants planned for fun in different ways 

for learning both for teachers and students.  Fun found its way into inservices for teachers 

in the way of food, celebration and theme.  Students enjoyed the fun aspect through 

engaging carnival-type learning activities.   

The participants each planned for fun outside of the school day and away from 

school as well.  These opportunities for fun enhanced the sense of family that existed on 

each campus.  Pink (2006) explains that effective leaders have a sense of humor and 
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understand the nuances of humor in the workplace.  This sense of humor revealed itself 

through the fun activities planned on each campus.  According to Gladwell (2002), 

relationships are enhanced by emotional contagion, especially happiness through humor. 

Limitations of the Study 

 This study was influenced by several limitations, particularly the transferability to 

all women.    Although appropriate for this study, it is possible that the findings do not 

represent all inspirational women in educational leadership positions due to the size of 

the sample.  The researcher limited selection of the purposive sample participants to the 

Central Texas area due to proximity of the researcher.   

 Another limitation was the time of year the interviews took place.  Due to the fact 

that the researcher visited campuses at the end of the academic year during the latter part 

of May, one of the campuses had already dismissed students from the campus for the 

summer.  Although the faculty was still available for interviews, the researcher was not 

able to witness the participant interact with students on campus. 

 Additionally, the participants were from three different sized districts, 1A, 3A and 

4A.  The campus sizes varied but the study lacked input from a 2A district and a 5A 

district.   Lastly, the participant sample lacked input from a high school campus. Due to 

these limitations, the findings might not be applicable to women leaders in other district 

classifications or on a high school campus.  

 Two strengths of the sample for this study were the varying ethnicities and the age 

range of the participants.   
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Implications 

 Regardless of its limitations, this study has significant implications for 

administrative preparation programs. According to English (2008), leaders learn how to 

be leaders and their practice is an acquired habit.  The reported findings provide a 

framework for developing and identifying inspirational leadership for women in 

educational leadership positions and those pursuing them.  Additionally, the findings 

support the claim that inspirational leadership exists where transformational leadership 

and charismatic leadership converge. Inspired teachers have the potential to promote 

students to academic success.  Also, inspired teachers enjoy successes of their own as 

well as job satisfaction.  Building a course around inspirational leadership strategies 

could enable campus administrators to become inspirational educational leaders and 

impact school improvement. 

Suggestions for Future Research 

 This study leaves several main topics for exploration in future studies.  In order to 

understand the essence of inspirational leadership of all educational leaders, one main 

area of focus for future studies needs to examine the inspirational nature of men in 

educational leadership positions and their influence on school improvement. Additional 

studies could broaden the original study to include a wider sampling of women leaders, 

including representation from all size districts and regions in Texas.  Finally, follow-up 

studies of the sustainability of inspirational leadership by the participants could be 

examined to add to the understanding of inspirational leadership potential on school 

improvement over time. 
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Summary 

 This qualitative, phenomenological study examined inspirational women in 

educational leadership.  Three participants with at least two years experience in their 

current setting were interviewed along with two or three coworkers regarding the nature 

of their inspirational leadership.  This study provided insight into the essence of the 

inspirational woman in educational leadership.  The twelve themes and eleven sub-

themes that emerged led to the discovery of five overarching attributes that contributed to 

becoming an inspirational leader, thus providing a framework for inspirational leadership.   

 In conclusion, based on the findings of this study the inspirational nature of a 

woman in educational leadership is centered on an authentic presence which is supported 

by motivation, collaboration, relationships, and fun. These overarching attributes are 

manifested by evidence in school improvement.  Educational Leadership preparation 

programs should consider these attributes when preparing new leaders to enter the field.  

With a focus on the importance of an authentic presence and collective action research in 

a course of study, a potential educational leader could not only understand the mechanics 

of inspirational leadership and its effect on school improvement, but leave the program 

with a certification and a many examples to employ in order to inspire staff members.  

Leadership positions across the district should look into the benefits of inspirational 

leadership. 
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APPENDIX A 

Interview Protocol for Inspirational Leaders 

Participant:  ________________________Location: _____________________________ 

Time/Date:  __________________ Leadership Dimension: __ Enthusing/growing others 

                    __ Ideas to action 

         __ Clarifying values  

         __Creating the future  

 

 

 

 

 

 

 

 

 

 

 

 

 

DTI RESULTS DRIVEN: 

1. Tell me about your DTI questionnaire results.   

2. Do you agree with the findings, why? Why not? 

3.  Ask two questions from guiding questions from each of the top six categories of DTI 

questionnaire results.  

KEY QUESTIONS:  

1. How would you describe an inspirational leader? 

2. How does inspirational leadership affect school improvement? 

 

 

ATTRIBUTES from survey: 

__ Visionary             __ Team Builder __ Values Champion      __ Self Reliance 

__ Legacy Builder            __ Enthuser   __ Consistent      __ Knowing what works 

__ Single-Mindedness            __ Enabler   __ People Champion     __ Proactive 

__ Opportunity Awareness    __ Social Adaptability  __ Customer Champion __ Reflective 

              __ Self Belief          __ Enthusiastic Learner   
 

BACKGROUND: 

1. Tell me about your educational background. 

2. Tell me about your leadership background. 

3. How did you get into educational leadership? 

4. Were you inspired by a previous leader? 
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Guiding Questions for Interviews 

Section 2 of Interview Protocol 

 

The following questions will be utilized and adapted as needed based on the 

interviewee and the leader’s results from the DTI Questionnaire.  The top six attributes 

will be explored for each campus leader. 

Questions: 

Attribute 1 – Visionary 

1. How do you see the faculty and staff on this campus improving this school?  

What steps will be involved? 

2. How do you see this school in five years? 

 

Attribute 2 – Legacy Builder 

1. How do you address your staff regarding how you see this campus in five 

years? 

2. Tell me about three to five things that need attention in order to keep your 

campus moving in the direction of improvement for the next five years.  What 

is your plan to address these concerns? 

 

Attribute 3 – Single-mindedness 

1. How do you ensure your campus moves toward specific goals and stays on 

track for success? 

2. How do you generate and share specific strategies with your staff that would 

move your campus towards campus goals? 

 

Attribute 4 – Opportunity Awareness 

1. How do you stay informed about current issues and trends in education and 

share them with your staff? 

2. How do you implement current issues and trends?   

 

Attribute 5 – Team Builder 

1. How do you place staff members on teams in order to capitalize on the 

strengths of each person? 

2. How do you encourage members of a team with different strengths to work 

towards a common goal? 

 

Attribute 6 – Enthuser 

1. How do you plan for fun and celebration on your campus? 

2. How do you recognize staff members for accomplishments? 

 

Attribute 7 – Enabler 

1. How do you provide for and encourage growth for staff members? 

2. How do you ensure their success and provide feedback? 
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Attribute 8 – Social Adaptability 

1. How do you make yourself available to staff members? 

2. How do you share information about your campus with the community? 

 

Attribute 9 – Self Belief 

1. How do you articulate your strengths and weaknesses to your staff? 

2. How do you share the value of each team member’s strengths and how they 

impact team? 

 

Attribute 10 – Values Champion 

1. How do you convey and defend your core values on your campus?   

2. How do you encourage honesty and integrity on your campus? 

 

Attribute 11 – Consistent 

1. How do you address inconsistencies between behaviors and values on your 

campus? 

2. How do you ensure that all staff members are treated the same? 

 

Attribute 12 – People Champion 

1. How do you show respect to staff members on your campus? 

2. How do you build and adjust systems on your campus in order to benefit staff 

members? 

 

Attribute 13 – Customer Champion 

1. How do you advocate for all stakeholders on your campus?   

2. How do you stay current with all stakeholders? 

 

Attribute 14 – Self Reliance 

1. How do you go about deciding whether or not to take calculated risks? 

2. How do you convince reluctant staff members to take risks? 

 

Attribute 15 – Enthusiastic Learner 

1. How do you discover and implement new ideas? 

2. How do you share new ideas with staff members and initiate new projects? 

 

Attribute 16 – Proactive 

1. How do you move ideas to action?  What steps are involved? 

2. How do you respond to roadblocks when implementing ideas? 

 

Attribute 17 – Knowing What Works! 

1.  How do you choose which course of action to take when faced with 

alternative choices? 

2. How do you make hard choices? 



   Texas Tech University, Patricia K. Cryer, May 2012  

123 

 

 

Attribute 18 – Reflective 

1. How do you explain difficult situations/decisions to your staff? 

2. How do you make sense of what is happening on your campus?   
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Inspirational Leadership: Insight to Action 

Survey Questions 
 

A B 

I regularly use information about my 

customers 

I like to start new projects & identify how 

they might produce change 

I am known for being able to enthuse 

others with my ideas about what we can do 

and achieve 

I enjoy working with people who have 

different strengths to mine 

I often think 10-20 years ahead I am known for my positive upbeat attitude 

I prioritize easily and know what not to do I regularly make time to think 

I am fascinated by national and global 

issues that affect our organization 

I enjoy seeing others take credit for good 

work 

I take care to delegate so that others will 

succeed 

I am less cautious than many of my peers 

I enjoy opportunities to start conversations 

with people I have not met before 

I am quick to see things from the 

customer’s point of view 

When faced with choices I just know the 

right thing to do 

I put people and their situation before rules 

I readily challenge people who do not 

‘walk the talk’ 

I really enjoy being involved at the start of 

new things 

I am quick to spot inconsistencies between 

what we say and what we do 

I enjoy moving ideas to action 

I talk passionately about the impact I would I do things that ensure people have fun at 
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like my organization to have on the world work 

I long to be part of something that will 

outlive me 

I am quick to ask for help and to offer help 

to others 

I find it easy to concentrate and stay on 

course 

I have a sense of urgency and I’m 

impatient when I am slowed down 

As I see what’s happening outside of the 

organization, I spot opportunities for us to 

make an impact 

I love bouncing ideas off other people 

I get a buzz from seeing people I work with 

grow and develop 

I talk to people about the impact their work 

has on customers 

I make sure that I have time to be available 

to other people 

I have worked to make process and 

procedure more people-friendly 

I never compromise on honesty I am very self-confident 

I often talk to people about what our values 

mean in practice 

I easily see the big picture and how all the 

parts link together 

I enjoy speaking and presenting to win the 

commitment of others to something I 

believe in 

I shape my work so that I do more of those 

things I naturally do well 

I particularly enjoy working on projects 

that will impact the next generation 

When challenged, I have the facts at hand 

to back my decisions 

Strategic priorities are clear to me and I am 

not easily distracted from these 

I am energized by new ideas and new ways 

of doing things 

I am well-informed about trends and issues I have mentors, people I talk to, to help be 
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that could impact the work we do reflect 

I enjoy working with people to achieve 

goals 

I am adept at overcoming obstacles 

I regularly talk about the success of others I treat every person I meet with dignity and 

respect - even when I disagree with them 

I give people helpful, specific feedback so 

they can succeed 

I regularly talk to others about the values of 

our organization 

I am quick to read what makes different 

people tick 

I have enjoyed changing the way things 

work so that they are more consistent with 

the culture we want to create 

I like other people to know that I have 

taken their comments seriously 

I work hard to make sure I have understood 

what customers need and expect from us. 

I have a clear vision for the future I long to 

create 

I demonstrate the same values inside and 

outside work 

I regularly spend time on succession 

planning 

I am never economical with the truth 

I enjoy working towards a goal and 

measuring my progress towards it 

The most important thing I can do is have a 

positive impact on the life of another 

human being 

I am quick to see the impact that changes in 

economic and other trends might have on 

our work 

I regularly interact with people who are in 

direct contact with our customers 

I enjoy working as part of a team more than 

I enjoy working on my own 

I know the situations where I could let 

myself and others down and I have learned 
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 to manage these carefully 

I am a ‘can do’ person I am naturally curious and love to discover 

new things 

I ask others to do things I would enjoy 

doing, if I think it gives them an 

opportunity 

My energy and determination rubs off on 

other people 

In my team I understand the different 

things that motivate different people 

I am a decisive person 

I tell things as they are: no jargon and 

straight talking 

Having the time and space to think is 

extremely important to me 

I tell stories about our work that really 

enthuse other people 

I can see the right way forward to get the 

outcomes we want 

It really matters to me that the things I am 

working on outlive me 

People often come to me to discuss things 

that they don’t understand 

I am known for my clear thinking and 

ability to focus others on what is important 

I am good at giving others the confidence 

they need in uncertain situations 

I see opportunities for new developments, 

ahead of others 

I am comfortable to be myself no matter 

where I am 

My natural leadership style is collaborative I am quick to put customers’ interests first 

I find negativity hugely frustrating People who know me, know the values that 

I live by 

I am quick to trust others with 

responsibility where I think they are likely 

I often spend time thinking about how our 

values are demonstrated to our customers 
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to succeed 

I am a leader who needs to walk the floor I see things that work well in one situation 

and can easily adapt them to work in other 

situations 

Leaders should have to earn the respect of 

their people                                                           

Leaders make the first move, they show 

others the way 

I convey excitement and passion when I 

speak to others about future possibilities 

I strive to create an environment where 

people can give and do their best 

I am good at helping others to put things in 

perspective 

I often talk about how we could do a better 

job for our customers 

I find it easy to see the wood for the trees Despite many organizational changes, my 

core values have not changed 

I am quick to see linkage and impact, how 

one thing might impact a number of other 

things 

I hold myself accountable for outcomes 

when I have delegated work to others 

I really enjoy leading a team where we all 

experience success 

I am a very pragmatic person 

I am generous with praise I believe I have a high level of self 

awareness 

I really enjoy listening to the views of other 

people 

I think best when I am on the go 

I am quick to admit my weaknesses as well 

as my strengths 

I work very hard to ensure alignment 

between policies and behaviors 
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I love to learn When something I’ve been planning 

happens, my mind has moved on to the 

next plan 
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May 9, 2011 
 

Dr. Sylvia Mendez Morse 
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Mail Stop: 1071 
 

Regarding: 502877 Inspirational Women in Educational Leadership: A 
Phenomenological Study 
 

Dr. Sylvia Mendez Morse: 
 

The Texas Tech University Protection of Human Subjects Committee approved 
your claim for an exemption for the proposal referenced above on May 9, 2011. 
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that (a) change the research in a substantial way, (b) might change the basis for 
exemption, or (c) might introduce any additional risk to subjects must be reported 
to the IRB before they are implemented. 
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for expedited or full board review to the IRB. Extension of exempt status for 
exempt projects that have not changed is automatic. 
 

The IRB will send annual reminders that ask you to update the status of your 
research project. Once you have completed your research, you must inform the 
Coordinator of the Committee either by responding to the annual reminder or by 
notifying the Coordinator by memo or e-mail (donna.peters@ttu.edu) so that the 
file for your project can be closed. 
 

Sincerely, 

 

Rosemary Cogan, Ph.D., ABPP 
Protection of Human Subjects Committee 
 

Box 41075 | Lubbock, Texas 79409-1075 | T 806.742.3905 | F 806.742.3947 | www.vpr.ttu.edu 
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Patti Cryer 

P.O. Box 461 

Marble Falls, TX  78654 

 

Dear Potential Participant, 

 

My name is Patti Cryer, and I am currently involved in a dissertation study in Educational 

Leadership for the College of Education at Texas Tech University. This study will be a 

qualitative, phenomenological study which I hope will be beneficial to current and future 

women in educational leadership positions who wish to inspire their staffs.   
 

The purpose of this study is to collect information on the inspirational nature of women 

in educational leadership positions and the influence they have on coworkers in regard to 

school improvement. I hope to understand how inspiration is practiced and how it serves 

to influence coworkers.  I will collect this data through scheduled interviews with campus 

administrators who happen to be women. 

 

You are invited to act as a potential participant in this study. Your participation is 

voluntary and would take approximately (1) hour in the initial face-to-face or phone 

interview and (30) minutes in a follow up phone interview. The interview will be 

preceded by the completion of the DTI: Insight to Action questionnaire 

(www.inspiredleadership.org.uk) which will take approximately 20 minutes. You may 

quit the survey at any time should you become uncomfortable answering the questions.  

The results of the DTI questionnaire need to be shared with the researcher prior to the 

interview by mailing a copy of the results in the enclosed, postage paid envelope, or 

emailing the results in a PDF file. Additionally, I will ask you to nominate three 

coworkers to interview regarding ways they perceive that you inspire your staff.  Receipt 

of the survey results and a signed consent form will indicate your willingness to 

participate in this study. I will contact you with additional participation information.  

 

Your professional experience could greatly contribute to this study and influence the 

future of school improvement. Participation in this study will further assist in the 

practical application of inspirational leadership education for future leaders and add to the 

limited body of knowledge on how inspiration works in educational leadership for 

women.  

 

Neither your name nor your organization’s name will be identified in any way. 

Pseudonyms will be used to keep collected data confidential. Only I and Dr. Sylvia 

Mendez-Morse, dissertation chair and associate professor of Educational Leadership at 

Texas Tech University, will have access to the information.  Dr. Mendez-Morse may be 

contacted at 806-742-1997. 
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 If you have any questions about this study, you may contact me by email at apcryer@ 

austin.rr.com or by calling 830-613-8559.  I sincerely appreciate your consideration of 

participation in this study and for your potential contribution. 

 

Sincerely, 
 

 
 

Patti Cryer 

Doctoral Candidate, Texas Tech University 
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Consent Form 
 

You are being invited to participate in a qualitative study entitled: Inspirational Women 

in Educational Leadership: A Phenomenological Study. Dr. Sylvia Mendez-Morse, 

Associate Professor in the Educational Leadership Program in the College of Education 

at Texas Tech University is in charge of this study.  She may be reached at 806-742-1997 

x367. 
 

The purpose of this project is to understand inspirational nature of these leaders and how 

inspiration works to influence coworkers towards school improvement.  The questions 

will focus on your experiences as a campus leader and the results of your DTI 

questionnaire.   
 

If you agree to participate, I will conduct a semi-structured interview with you and ask 

for three coworkers to interview.  Additionally, I will ask for personal documents 

demonstrating inspiration as well as documenting any pertinent observations to the study.   
 

The initial on-line questionnaire will take approximately 20 minutes.  The interview will 

last approximately one hour, which will take place at a mutually agreed upon location.  I 

will record the interview and transcribe it for comparison purposes.  A thirty minute 

follow up phone call will take place at a later date. The recording as well as the 

transcripts will be kept in a locked setting.  No one other than me will see your responses.  

These interviews are confidential, and you will not be identified in the final dissertation.  
 

Participation is strictly voluntary.  No one can force you to participate, and you will not 

lose anything if you do not participate.   
 

Dr. Mendez-Morse will answer any questions you may have about the study.  For 

questions about your rights as a subject or about injuries caused by this research, contact 

the Texas Tech University Institutional Review Board for the Protection of Human 

Subjects, Office of Research Services, Texas Tech University, Lubbock, TX 79409, or 

(806) 742-2064. 
 

Your signature below indicates you are willing to participate in the described research 

study.  

_______________________________    ______________________ 

Signature of Participant      Date 

_____________________________ 

Printed Name of Participant 

________________________________ 

Preferred Contact Number 

_______________________________________________________________ 

Preferred Time of Day/Day of Week for Contact 

 

This consent form is only valid through May 2012. Your time and collaboration is 

appreciated. Thank you for your participation. 
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Patti: 
  
You are welcome to link to and use the tool, please note the terms and conditions. 
  

http://www.inspiredleadership.org.uk/terms.php 

  

Regards, 
Tim Smith | Digital Media Support Officer | Department for Business, Innovation & Skills |  

tim.smith@bis.gsi.gov.uk | 7th Floor, Abbey 1, 1 Victoria Street, London, SW1H 0ET | Tel: 0207 215 

5427 | Web: www.bis.gov.uk | Twitter: http://twitter.com/bisgovuk | YouTube: 

http://www.youtube.com/bisgovuk 
  

From:someone@eduserv.org.uk[mailto:someone@eduserv.org.uk]  

Sent:03January201100:08 

To:BISDigitalMediaTeam 

Subject: Message from the public (sent via the bis.gov.uk website) 

This is a digital team enquiry sent via the bis.gov.uk website:  

 

PattiCryer  

apcryer@austin.rr.com  

Messagereads:  

 

dtiInsighttoActionTool  

 

I would like to obtain permission to use the Insight to Action Tool 

(www.inspiredleadership.org.uk) in my research on Inspriational Women In Leadership through 

Texas Tech University. Please let me know how to do so. Thanks so much! Patti Cryer  

 

This email was received from the INTERNET and scanned by the Government Secure Intranet 

anti-virus service supplied by Cable&Wireless Worldwide in partnership with MessageLabs. 

(CCTM Certificate Number 2009/09/0052.) In case of problems, please call your organisation’s IT 

Helpdesk.  

Communications via the GSi may be automatically logged, monitored and/or recorded for legal 

purposes. 

The original of this email was scanned for viruses by the Government Secure Intranet virus 

scanning service supplied by Cable&Wireless Worldwide in partnership with MessageLabs. 

(CCTM Certificate Number 2009/09/0052.) On leaving the GSi this email was certified virus free. 

Communications via the GSi may be automatically logged, monitored and/or recorded for legal 

purposes. 
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Interview Protocol for Coworkers of Inspirational Leaders 

 

Co-worker:  ____________________  Location: _______________________________ 

 

Time/Date:  __________________ Leadership Dimension: __ Enthusing/growing others 

                    __ Ideas to action 

         __ Clarifying values  

         __Creating the future  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX F 

DTI RESULTS DRIVEN: 

1. Ask one question from guiding questions from each of the top six categories of 

administrator’s DTI questionnaire results – adapted from guided questions for leader.  

(APPENDIX A, Section 2) 
 

KEY QUESTIONS:  

1. How would you describe an inspirational leader? 

2. How does inspirational leadership affect school improvement? 

 

 

 

ATTRIBUTES OF LEADER: 

 

__ Visionary             __ Team Builder __ Values Champion      __ Self Reliance 

__ Legacy Builder            __ Enthuser   __ Consistent      __ Knowing what works 

__ Single-Mindedness            __ Enabler   __ People Champion     __ Proactive 

__ Opportunity Awareness    __ Social Adaptability  __ Customer Champion __ Reflective 

              __ Self Belief          __ Enthusiastic Learner   
 

BACKGROUND: 

1. Tell me about your work in the field of education. 

2. How long have you worked with your current administrator? 

3. How did you get into the field of education? 
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Observation/Document Review Protocol 

 

Participant:  _____________________Location: ________________________________ 

 

Time/Date:  ________________________ Observation:___________________________ 

 

Document(s) reviewed:_______________________ 

 

Creating the future: 

   __ Visionary 

   __ Legacy Builder 

   __ Single-mindedness 

   __ Opportunity Awareness 

Notes: 

Enthusing, growing and appreciating 

others 

  __ Team Builder 

  __ Enthuser 

  __ Enabler 

  __ Social Adaptability 

  __ Self Belief 

Notes: 

 

Clarifying Values: 

  __ Values Champion 

  __ Consistent 

  __ People Champion 

  __ Customer Champion 

 

 

Notes: 

Ideas to Action: 

  __ Self Reliance 

  __ Enthusiastic Learner 

  __ Proactive 

  __ Knowing What Works 

  __ Reflective 

 

Notes: 
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