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Abstract 

The purpose of this study was primarily to investigate the issue of communication in 

leadership and its impact on female educational leaders.  This study has expanded present 

understanding of the perceptions associated with female leaders and their communication 

styles.  It has also yielded information on how female leaders could better address 

individuals within their organizations.  Finally, this study examined the issues of 

communication based gender bias in leadership and explored possible recommendations 

which would benefit women, who are currently in, or advancing toward, leadership 

positions as principal or higher rank.  This study has added to the current body of 

literature on female leaders and shed light on the possible pitfalls and as well as 

advantages associated with communication.  The need for research in the realm of female 

educational leaders stems from what was currently available, or rather not available, in 

the field.  A good portion of the research continued to investigate “the glass ceiling” and 

how this invisible barrier was restricting great female leaders.  This study clarified how 

communication styles have restricted these leaders.  It was the understanding of this 

researcher that some of the barriers were the biases associated with gender based 

communication.  Through personal experience and study, the impact of communication 

on a female leader‟s success or opportunity for advancement must be studied.  The focus 

and basis for this study was female change agents, leadership communications, and 

perceptions.  This research added to the body of knowledge available in female 

leadership and communication.  This study laid the groundwork for women to analyze pit 

falls that were ahead of them, therefore allowing them the opportunity to adjust their 

approach or communication style in order to achieve success.    
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Chapter I 

Introduction  

The topic of female educational leaders and communication was selected due to 

several critical incidents that occurred during my educational career.  These incidents 

have laid the foundational thought for this research.   

I have always been told that I am direct and that there is no doubting that others 

understand my expectations and know my stance on various topics.  I vividly recall an 

incident when I was denied a career advancement opportunity for principal due to my 

direct nature and stance.  I was told that I had the abilities, knowledge, and understanding 

of what they were looking for in a principal, but that I “was not warm and fuzzy enough.” 

I was dumbfounded.  There was no explanation as to how “warm and fuzzy” was defined 

or what actions I needed to take to become “more warm and fuzzy”.  I was left to become 

“warm and fuzzy” on my own.   

The next incident that further developed my personal position on gender and 

communication occurred two years later, when I had actually obtained a principal‟s 

position.  During a staff development opportunity profiling leadership characteristics, we 

were given an inventory of terms to develop our “predictive index” which would profile 

our leadership style.  During a private discussion between myself, the presenter, and a 

female colleague, the presenter stated that he was surprised at how “driven” we were as 

female leaders and believed that if we were men, we would be “CEO‟s” of company or 

leading the organization.  However, since we were females he speculated that the term 

“bitch” was utilized when referring to our demeanor, communication, and leadership 
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abilities.  Shock in this moment underrepresented my stance, but in a way a sense of 

“finally, what I‟ve known is spoken” came over me. 

The third and most recent incident occurred when a female leader called me to her 

office for an “opportunity”.  Upon entering the office it was clear that this opportunity 

was not my definition of opportunity.  It was an opportunity to “get my butt chewed” for 

speaking my mind.  I was appalled that I was “lured” to the office under this premise but 

learned a great deal while I was there.  One lesson was never to again go into a private 

situation under prepared, and never to underestimate those in superior positions. 

Many things influenced the career and life paths that I took.  Sometimes those 

encounters were positive and other times they were not.  What I have found is that 

communication has played a pivotal role in my success and my failures.  As a researcher, 

I want to know how big of an impact communication has had on the careers of other 

female leaders.  Do they encounter the same issues? How have they overcome those 

issues? The manner in which I interact with my staff, community, and central 

administration greatly impacts how I am perceived and viewed, and thus determine my 

success.   

To conclude, communication comes from listening, speaking, and non verbally 

communicating.  The impact that communication has in my professional life is a 

stumbling block to my leadership and impacts the paths of other potential female leaders.  

Therefore, this study is imperative in highlighting the importance of prudent 

communication styles and leadership.  One must continually reflect on their system of 

communication to allow for opportunities to enhance and improve their systems.   
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Purpose of the Study 

The purpose of this study is to provide insight and clarity to the issue of 

communication in leadership and its impact on female educational leaders; to provide an 

avenue for understanding perceptions associated with female leaders and their 

communication styles; and how female leaders could better address individuals within 

their organizations.  Finally to address the issues of communication bias and gender in 

leadership which will benefit women, who are currently in, or advancing toward, 

leadership positions. 

This study will add to the current body of literature on female leaders and 

enlighten them to the possible pitfalls and as well as advantages associated with 

communication.  The need for research in the realm of female educational leaders stems 

from what is currently available, or rather not available, in the field.  A good portion of 

the research continues to investigate “the glass ceiling” and how this invisible barrier is 

restricting great female leaders.  Future studies need to expand to clarify not only how the 

glass ceiling has restricted these leaders but who is holding the key to doors and why are 

they blocking the way.  It is the understanding of this researcher that some of the barriers 

are the biases associated with gender based communication.  The impact of 

communication on a female leaders‟ success or opportunity for advancement must be 

studied and will be studied during this research.  This research will focus on female 

change agents, leadership communications, and perceptions, through a critical feminist 

perspective that is strongly rooted in a qualitative approach. 
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Research Questions 

1. In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities? 

2.  In what ways have educational female leaders with atypical communication 

styles been viewed differently from men or women with typical communication 

styles? 

3. What do aspiring female educational leaders perceive that aspiring female leaders 

need to be aware of concerning communication in order to seize career 

advancement opportunities? 

Theoretical/Conceptual Framework 

During the research process and investigation for this dissertation, several 

theoretical frameworks evolved and many approaches involving female studies and 

communication were considered.  As stated by Payne and Cangemi (2001, p.  17), 

“Communication both reflects and impacts our view of gender.  No one theory should be 

accepted as the complete explanation of gender roles, but rather should be thought of as 

part of a tapestry of ideas that together form a complete picture.”  There are various 

theoretical frameworks that could be utilized during the study of communication styles 

associated with female educational leaders.  One such design relies heavily on a feminist 

perspective.  As stated by Creswell (2003), this design centers on women‟s issues and 

diverse situations was well as the institutions that envelope them.  A feminist perspective 

is central to this study as this researcher will explore the impact and significance of 

communication based gender bias. 
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The next framework that will provide a valuable and instrumental angle on this 

issue is one of a critical theorist.  As a critical theorist, one is interested in providing 

strong support systems which empower those under constraints of race, class, or gender 

to break molds and barriers to ensure a better chance of success.  This framework would 

serve as a strong base for building this study and providing empowering perspectives to 

these leaders (Creswell, 2003). 

It is the resolve of this researcher to utilize a critical feminist approach.  The 

nature of female educational leaders and their communication style lends itself to be fully 

covered utilizing this lens.  This theoretical framework will appropriately and adequately 

address concerns, issues, and trends that arise.  It will support a successful research 

project with compelling and valuable findings, as well as to illuminate and provide 

possible solutions to the problem these leaders face. 

Assumptions 

During the preliminary setting of this research, assumptions were made by this 

researcher based on personal beliefs, experiences, and biases.  Those assumptions include 

that female leaders are viewed in a negative manner when they display characteristics 

that are typically attributed to men.  It is also the assumption of this researcher that those 

communication styles have inhibited the success of women. 
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Definition of Terms 

Communication - exchange of information: the exchange of information between 

people, e.g.  by means of speaking, writing, or using a common system of signs or 

behavior.  A message: a spoken or written message.  An act of communicating: the 

communicating of information.  A rapport: a sense of mutual understanding and 

sympathy.  An access: a means of access or communication, e.g.  a connecting door 

(Communication, 2009) 

Dominance-power exerted over others: control or command wielded over others.  

First importance: prime importance, effectiveness, or prominence (Dominance, 2009) 

Aggressive-likely to attack: showing a readiness or having a tendency to attack or 

do harm to others.  Attacking: attacking or taking action without provocation or without 

waiting for an enemy to make the first move.  Assertive: characterized by or exhibiting 

determination, energy, and initiative "an aggressive investment policy".  Medicine 

spreading quickly: describes a disease or a pathological growth such as a tumor that 

spreads or grows quickly (Aggressive, 2009) 

Atypical- not typical: not conforming to the usual type or expected pattern 

(Atypical, 2009) 

Delimitations 

During the research process the delimitations included the participants.  Three 

educational females leaders in positions of principals or higher within Region 18 were 

studied.  The study included only those individuals in which this researcher can observe 

face to face, interview, and study for the entirety of the research project.   
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Limitations 

The first limitation of this study included the small number of participants utilized 

to study female educational leadership and communication.  The second limitation was 

the narrow focus of female educational leadership.  Replication of this study may be 

difficult.  Finally, because of the utilization of a qualitative approach, many assumptions 

were made.  Findings were generalized based on the biases and understanding of this 

researcher.   

Significance of the Study 

One must know the past before they can make a positive impact on the future.  

The idea of female leadership is fairly new, therefore very little has been written 

concerning women in leadership and the bias they encounter pertaining to individual 

communication styles.  It is imperative that a critical feminist view be utilized to further 

analyze the impacts that are possible in this field.   

The insight that will be gained from the leaders in this study could bring 

reliability and validity to what this researcher believes to be true.  Many experiences may 

be like my own, but to suggest generalizations without study would be arrogant.  

Understanding “logic of competence” or only truly believing what one observes and 

being only certain of one‟s own experiences, this researcher knows that other female 

leaders may have experienced something completely different. 

The need for research in the realm of female educational leaders stems from what 

was currently available, or rather not available, in the field.  This research continued to 

investigate “the glass ceiling” and how this invisible barrier is restricting great female 

leaders.  Future studies need to expand to clarify not only how the glass ceiling has 
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restricted these leaders but who is holding the key to doors and why are they blocking the 

way.  It is the understanding of this researcher that some of the barriers are the biases 

associated with gender based communication.  Through personal experience and study, 

the impact of communication on a female leaders‟ success or opportunity for 

advancement must be studied and was studied during this research.  This research 

focused on female change agents, leadership communications, and perceptions, through a 

critical feminist perspective that is strongly rooted in a qualitative approach. 

A study of this type is crucial to female leaders, as supported by Papalewis and 

Yerkes (1995) when they stated, “Understanding that communication patterns of power 

or status in how we say, what we say, and how it is perceived, can well serve the female 

leader” (Papalewis & Yerkes, 1995, p.  19).  This study will lay the groundwork for 

women to analyze pit falls that may lie ahead of them, therefore adjusting their approach 

or communication style in order to achieve success.   

This study is imperative to all leaders, including men.  The increased awareness 

of gender bias in communication and leadership will bring about change and ultimately 

success.  There are many things that I am trying to illuminate within this study, but 

ultimately the goal is to provide opportunities for change.  Organizations will become 

successful once the definition of “a good leader” envelopes effective communication and 

leadership styles that are not attributed solely to that of a man or woman. 

Current and aspiring leaders will have the opportunity to gain valuable insight, 

methods and techniques from the participants within this study.  Learning from current 

and past leaders is what will make great leaders even better.  And as Winston Churchill 
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so eloquently stated, “Those that fail to learn from history, are doomed to repeat it” 

(Churchill, Winston, 2009, location 986).   

Organization of the Study 

 The organization of the findings in this study was very important to the overall 

success of the work.  Single (2010) contended that, “A detailed research and analysis plan 

is important because far too many graduate students get lost in their analysis, syntheses, 

or research” (p.  122).  It is the resolve of this researcher to stay focused through the 

utilization of timelines, notes, and detailed logs of what has been or needs to be done.  

Setting a timeframe for data gathering, analysis, and synthesis was the first step.  This 

timeline was detailed in a written calendar on the office wall, as well as within the 

calendar downloaded to this researcher‟s Outlook and phone.   

All notes were transcribed and videos disseminated for patterns, commonalities, 

or differences.  Once the data was collected, writing days, and times were set and data 

analysis occured through the use of use of concept maps to develop themes and to unveil 

connections between thoughts, ideas, and epiphanies shared from participants or 

determined by this researcher.  Denscomb (2007) suggested that identification of themes 

and relationships among the various categories should occur at this point with a final 

determination of some generalized theme, statement or understanding of female 

educational leaders and communication.  This researcher utilized the software NVivo 9 to 

further compliment, validate, and ensure reliability of this study.   

Furthermore, this researcher ensured that a long outline was developed and close 

adherence to it occured.  The outline set out the structure of the study and allowed for 
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readers to access the information readily as well as to discern findings and future points 

of importance.   
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Chapter II 

Introduction 

In reviewing the literature available on female educational leaders and 

communication, there was not a plethora of work which wholly encompassed this topic.  

The literature utilized in this study was work compiled from various sources outlining 

female leaders, communication styles, gender differences, female leadership, and 

educational leadership with a critical feminist perspective.  On a minimalistic scale, 

educational leadership and communication styles research was found but they were only 

small caveats within effective leadership.  Furthermore, even fewer studies focused on 

the implications of gender bias communication on educational leaders. 

The studies that were available in female educational leadership revealed that 

women in leadership roles dealt with and continue to struggle with the paradox of the 

double standard.  Female educational leaders are expected to communicate in a typically 

feminine style, as relayed by Payne and Cangemi (2001) as sensitive, affectionate, gentle, 

and understanding even though traditional leadership values masculine styles of 

independence, assertiveness, and aggressiveness.  Moreover, further problems of gender 

bias encroached on the communication styles of leaders when female leaders exhibit the 

characteristics typically attributed towards their male counterparts, such as direct or 

aggressive mannerisms in body language, straightforward speech, and dominance in the 

daily operations of their campus if they want to succeed in their organizations.  Women 

who step outside of typical female communication styles become labeled a “bitch”.   

Papa, Daniels and Spiker (2008), found that men are twice as likely to show signs 

of aggression as women; yet women are noted as emulating those behaviors in order to 
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gain acceptance among their colleagues and succeed in the advancement of their careers.  

This was another example of the ever present double standard when women assimilate 

these behaviors in order to get ahead in roles of leadership.  However, it can work against 

them.  Women are expected to navigate a fine line between the two styles.  Gender bias 

in communication must be studied and revealed within the various organizations if these 

educational entities want to ensure that they have an effective leader. 

The research and literature that this researcher expected to utilize during this 

process supported this claim and further supported growth in the manner in which female 

educational leaders may appropriately navigate and effectively communicate within their 

educational organization in order to achieve success. 

Critical Feminism 

Utilizing this framework for study, this research found voice.  To have voice is to 

possess both the opportunity to speak and the respect to be heard (Rakow and Wackwitz, 

2004).  Critical feminism is grounded in listening, speaking, and being heard.  The goal 

of this theoretical lens is to understand and explain gender, but also to refuse the typical 

or stereotypical answers that silence the truth.  Voice is one of the theoretical concepts for 

feminist work.   

 The goal of feminist critical policy is to transform institutions and not simply to 

“add” women (Brown and Garrett, 2010, p.  418).  As a critical feminist, the goal should 

be to offer solutions that appear to represent improvements for both women and men.  

This perspective and lens was most valuable in this research as it provided opportunities 

and avenues in which to build strong foundations for change in gender bias 

communication in educational leadership.  This analysis was strongly concerned with 



Texas Tech University, Tracy Lynn Taylor, August 2012 

13 

 

 

scrutinizing gender bias communication and the impact it may have on educational 

leaders. 

Papa, Daniels and Spiker (2008) contend that critical feminism is an important 

theory and perspective to utilize when examining organizational communication.  This 

notion is supported within the realm of organizational communication, because it is 

concerned with criticism and emancipation with a focus, first and foremost, on the 

oppression of women and on patriarchy.  Papa, Daniels and Spiker (2008) contended that 

patriarch (male domination within organizations) is the oppressive instrument utilized 

against women. 

Further implications of the utilization of a critical feminist lens were highlighted 

within Young and Skrla‟s 2003 book, Reconsidering Feminist Research in Educational 

Leadership.  “Thus, this is a critical time for feminist researchers in educational 

leadership to reconsider our field of work and to carefully contemplate where our own 

shifts and adaptations may be occurring and where they are needed” (p.  3).  The analysis, 

examination, proposal and examples of applications and alternative methods provided a 

strong basis on which future research within educational leadership should proceed. 

Grogan (2000) contended that feminist theories arrange for strong discourse 

surrounding educational leadership involving the dimensions of gender; further relating 

the importance of drawing on female educational leaders‟ experiences to fully 

comprehend educational leadership as a whole.  “Feminist scholarship advocates action 

that results in a more equitable distribution of resources and opportunities to those who 

have been marginalized” (Grogan, 2000, p.  18).   
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Critical feminist perspectives in educational leadership provide many 

contributions to this field of study.  Dillard (2003) argued that feminist perspectives will 

allow for the opportunity to reframe the process of research as one that is ideological and 

become a tool to change or transform the current reality faced in educational leadership. 

…critical feminist research in educational leadership and the 

accompanying questions it raises about theories, methodologies, and 

epistemologies-how these impact the women whose lives are investigated, 

the ethical and political implications of such work, how feminist 

researchers attempt to reconcile methodologies, and epistemological 

problems, and the development of alternative ways of framing, looking, 

questioning, and knowing-lead to a more sensitive, more accurate, and 

more inclusive application of these reconceptualized theories, methods, 

and epistemologies.  More important, such a focus also invites challenges 

to these critical and contested areas of scholarship and, thus demonstrates 

committed, critical reexamination of feminist research in educational 

research.  (Mendez-Morse, 2003, p.  161) 

  

The purpose of this work was to transform existing practices, methods, procedures and 

conditions that are socially and ethically erroneous. 

Marshall (2003) further supported the importance that critical feminist research 

has on educational leadership.  This lens assisted in uncovering the true issues, revealing 

the dilemmas and juxtapositions apparent within this field that traditional thought and 

practiced have ignored.  With the utilization of both theories, not only will researchers 

have the ability to reveal who benefits or loses, but Marshal (2003) further contended that 

researchers will become aware of how and what should be done when groups are 

identified as winning or losing.  “…we can move beyond “seeing the world through the 

eyes of its victims” and point to the recurrent political choices being made to perpetuate 

inequities” (Marshall, 2003, p.  217).  Young (2003) asserted that this theoretical 

framework provides an avenue for further investigation of potential consequences and of 
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the construct itself.  The application of critical feminist theory in this research allowed for 

the illumination of the role gender plays on leadership. 

Although the lens of critical feminist is one crucial to educational leadership, 

researchers must be careful not to perpetuate the problems that are studied.  Skrla (2003) 

suggested that researchers must guard themselves against normalizing the findings of 

female participants against those of their male counterparts.  Researchers must ensure 

that when they present their findings they do not disregard the role of how stereotyping 

feminine aspects of leading can color and further propagate gender stratification.   

Gender Differences in Communication 

Differences Found in Typical Male and Female Roles in Communication. The 

communication styles relating to gender is a fairly new concept beginning about the 

1960‟s-1970‟s and gaining speed with each passing decade.  Research has been devoted 

to determining patterns or characteristics of communication that were typical to men 

and/or women.  In my study, I found a plethora of work devoted to this issue. 

According to Payne and Cangemi (2001) women‟s style of communication is 

affectionate, sensitive to the needs of others, understanding, and gentle.  Women 

communicate by using a passive/assertive style in an effort to achieve a closer rapport, 

connection, and relationship with those around them.  Women want to ensure an equality 

of status which is supportive, inclusiveness, responsiveness, as well as ensure a sense of 

self-disclosure.  Men on the other hand tend to utilize forms of communication that are 

viewed as independent, assertive, and forceful.  They are known to communicate by 

using an assertive and aggressive style in an attempt to complete tasks, achieve social or 
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societal status, and dominate conversations.  Men with typically masculine styles will act 

forceful and deliberate, utilizing less responsiveness to others. 

Further supporting the notion of differences in gender styles of communication, 

Cameron (1995), found that women utilized high forms of questioning and supportive 

stances in conversation while men were assertive and supported stances of hierarchy, 

competition, aggressiveness, and impersonality.  Men were typically viewed as very 

direct and assertive.   

This recurring emphasis on the importance of 'ladylike' speech manifests not only 

class prejudice but also a more specifically sexist logic that puts women in a 

curious double-bind.  Tinkering with your speech through such practices as 

elocution is seen as a 'feminine' activity precisely because it is superficial, merely 

cosmetic.  Yet like other cosmetic practices it is often expected of women and 

made normative for them.  (Cameron, 1995, p.  170) 

 

Women tend to utilize more body language than men, which can be construed as 

over indulgent and almost a loss of self-control.  Men typically maintain an “even” 

composure in tone, inflection and position; while women exhibit more animation.   

Deborah Tannen (1994) described how nonverbal patterns, communication, and 

expectations shape boys and girls from an early age.  Girls were taught that speaking out 

or “sounding too sure of themselves” alienated them from the other children and they 

could become unpopular with their peers.  Furthermore, these girls hold the label of 

“bossy” or a “she‟s all that” kind of girl.  These types of reactions and displays teach girls 

how they are expected to communicate and act if they want to be popular or well liked.  

Translated into the workplace, these women become known as the “bitch”.  Females with 

a strong sense of self are able to carefully control all aspects of their communication 

style.  They thoughtfully remain quiet and reserved, or they choose to allow the 

“bitchiness” to flow freely.  They have the ability to discern when a direct and assertive 
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style is appropriate and when it is not.  The manner in which they control this attribute is 

imperative for female leaders who want to move forward in education.   

Tannen (1994, 1996, 2007) further noted that boys were expected to “play by 

different rules”.  Boys tended to express dominance at an early age and were expected to 

“one up” less dominate boys.  This is accepted and boys are not typically seen as “bossy”.  

However, if they are overly dominating, they are viewed as bullies or “arrogant”.  Men 

who express these nonverbal tendencies in behavior or speech within the workplace are 

considered “go getters” and move up quickly within their organizations. 

From the time that children are born, they are conditioned to behave and 

communicate in ways that would be typically attributed to girls or boys.  Prouty (1995) 

maintained that girls often play or converse in order to keep others involved and part of 

group.  They are flexible and more conversational in their style so that purpose and intent 

remain understood and their approach is indirect.  Boys are often direct in their approach 

and play in hierarchical groups.   

Romaine (1999), additionally upheld the notion that females tend to find 

themselves in situations of subordination.  Due to less aggressive communication styles, 

they are seen as childlike and effeminate and noted as utilizing language to create and 

keep a cohesive environment to ensure cooperation and little competition.  Males‟ 

communication patterns seem to suggest that they have learned that to get ahead they 

must talk about being tough.  Furthermore, they are organized in play, such as sports, and 

speech.  They utilize their speech to dominate, attract, and maintain the attention of an 

audience. 



Texas Tech University, Tracy Lynn Taylor, August 2012 

18 

 

 

Communication, Leadership and Gender.  Within the literature found, further 

measures support the notion that males are typically viewed has having dominant, 

assertive styles while women are seen as having styles that are more passive and 

encompass a kinder and gentler approach to language and discourse.   

Communication both reflects and impacts our view of gender.  No one theory 

should be accepted as the complete explanation of gender roles, but rather should 

be thought of as part of a tapestry of ideas that together form a complete picture.  

(Payne and Cangemi, 2001, p.  17).   

 

The continued stereotyping of leaders, whether male or female is detrimental to 

any organization.  Great talent may be overlooked because of these cultural biases.  

“When school leaders are aware of and acknowledge possible barriers to communication, 

they can work to overcome them” (Brown and Garrett, 2010, p.  418).  Brown and Garrett 

continue to support the findings of this research by further explaining that the continued 

lack of communication expertise is a main reason why superintendents, male or female, 

lose their jobs.  Other barriers included languages other than English, timing, culture, any 

physical disability, and the fear and uncertainty of the staff, basically the leaders‟ vision 

or mission are unclear. 

Papa, Daniels, and Spiker (2008), shared that the most effective leaders have 

several important traits but the first is that they “tend to be more „communication-

minded‟” (Papa, Daniels, and Spiker, 2008, p.  273).  Effective leaders must have the 

ability to enjoy talking and interacting with subordinates, speaking within forums and 

have the ability to explain new policies, procedures and organizational visions with 

clarity and purpose.  Furthermore, these leaders must have the ability and fortitude to 

listen and respond appropriately to various people and situations.  Their nonverbal 

response as well as verbal must reflect fairness and willingness to work as a team to 



Texas Tech University, Tracy Lynn Taylor, August 2012 

19 

 

 

manage any conflict.  This work supports the notion that a leader‟s effectiveness is in 

what they say as well as how and what they don‟t say. 

According to Harrison (2010), effective leaders must know something about the 

variety of functions that occur daily, and about leadership.  They must ensure that they 

must understand their role expectations.  The first role is one of a communicator.  They 

should have the ability to relay effective and appropriate information.  Second, they must 

be an active recipient of communication.  They must listen! Third, effective leaders must 

monitor communication.  They must determine in what ways, manners and efficiency 

communication occurs with subordinates.  Fourth, they should be seekers of 

communication.  Harrison (2010) disseminated the roles of communication in effective 

leadership but did not expound on the perceived impact it had on leadership or the gender 

bias in communication which could color the perceptions of those within the 

organization.   

Female Leaders and Communication.  Literature that studies female 

educational leaders and the biases associated with communication is slow to develop.  

Studies have evolved such as in Payne and Cangemi‟s (2001) work on gender role 

development and communication to set the stage for research in this area.  Although there 

is a growing amount of work available on leaders and communication styles, there is little 

to found in direct connection between female educational leaders and gender bias in 

terms of communication. 

Within the research of Aguines (2001), Gutsch (2002), and Christman and 

McClellan (2008), gender and the role it may or may not play in impacting the 

perceptions, decision making and daily operations was real and important for a female 
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leaders‟ career and more importantly for her understanding of herself.  Leaders should 

know their values and morals and the role it plays in their decision making process, but 

they should also be keenly aware of the impact of their communication style in delivering 

those decisions.  The communication and leadership style of women has shown that it 

impacts how they are perceived and serves as an indicator of one‟s personal values, 

morals or beliefs.  Both the verbal and nonverbal communication of a leader are large 

contributing factors to how both males and females are viewed in leadership or work 

situations.  From this, many decisions and prejudgments are made.  People formulate 

opinions and views of colleagues based on preconceived notions of gender roles and their 

personal and professional ethics.  Can one divide ethics, communication, and leadership 

style, or are they synonymous?   

Learning how to communicate is an important skill that will enhance the career of 

any aspiring female leader, just as not learning the social or hidden rules in an 

organization can inhibit their advancement.  They have had to dispel gender stereotypes 

and confront and overcome basic perceptions associated with them.  Garn and Brown 

(2008) stated, “Despite the numerous challenges they have addressed, their commitment 

to confront and overcome deeply embedded biases created more opportunities for the 

generation of women who will follow their lead” (p.67).  Much investigation and 

research continues to be needed within the pitfalls that face these prospective leaders‟ 

career opportunities.  Ignoring the biases associated with communication and leadership 

will not serve them well.   

Another guiding source in the study of the communication style of female leaders 

was the work of Friedman and Riggio (1981) and their research Effects of Individual 
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Differences in Nonverbal Expressiveness on Transmission of Emotion, not because of the 

great information and methodology utilized, but rather as an example for this researcher 

in what pitfalls to avoid and what areas to specifically address.   

This piece focused on the ability to transfer one‟s own emotional state to another 

person within a short period of time using nonverbal methods.  Friedman and Riggio 

(1981) investigated the effects of a person with a high Affective Communication Test 

(ACT) score to transfer their emotional state to individuals with a lower ACT score.  

People with high scores, mean average 90.7, were considered to be expressive, while 

those with lower scores, mean average 58.8, were considered to be unexpressive.  They 

were interested in the impact of the nonverbal communication on the various moods of 

the participants and wanted to determine if an unexpressive person‟s mood could be 

influenced by the mood of an expressive person. 

Superficially the study was found to be interesting and also supportive of this 

researcher‟s own thoughts on the expressive nature of mood and its impact on others.  In 

a closer look of this study, it was determined that it only scratched the surface of the 

investigation needed in this area.  There is much more to influence the emotional state of 

an individual than just the expressive or unexpressive nature of the people around them.  

Friedman and Riggio (1981) also noted this shortcoming.   

Although the influence of other factors such as environment and personal 

situations were acknowledged, the study did not include how it may have influenced the 

results.  Furthermore, the study fell short of a resounding finding of success on the impact 

of individual differences in nonverbal expression due to the limited focus on facial 

animation.  It excluded body position, arm position, head position, leg position, etc.  and 
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the impact it could have on the findings.  Subjects were merely asked to answer 

questionnaires on their emotional state, with little correlation noted between that and their 

overall nonverbal communication and how it impacted the unexpressive individuals. 

Papalewis and Yerkes (1995) contended that, “the relative power or status of an 

individual is largely conveyed through language” (p.  15).  Through their study, they 

determined that female leaders tended to be more vulnerable, open, nurturing, and they 

maneuvered their day to day operations through collaboration and cooperation rather than 

assertion or manipulation.  Female leaders are known as having a “softer” 

communication and leadership style.  Men within the study were found to have styles that 

were more direct, assertive, and dominant.  The implications of these findings translated 

into the educational leadership realm show that the male dominated perceptions of 

leadership were prevalent, expected and yet they were in fact a hindrance to the 

advancement of females in leadership positions.  Papalewis and Yerkes (1995) concluded 

that the idea of leadership needed to be expanded to envelope the concepts associated 

with “typically female” communication styles to ensure appropriate representation great 

future female leaders. 

Another important piece in this research of female educational leaders‟ 

communication styles was Aguinis and Henle (2001) and their work Effects of Nonverbal 

Behavior on Perceptions of a Female Employee’s Power Bases.  Within this article, six 

powers were discussed and measured to determine whether or not nonverbal behaviors 

and communication impacted one‟s perception.  Those powers were the following: 

Reward power, which is the perception that the “manager” has an ability to provide the 

employee/subordinate with positive tangible or intangible outcomes; Coercive power is 
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the belief that the manager has the ability to provide negative tangible or intangible 

outcomes; Legitimate power is the belief that the manager has a right to “lead” or have 

power over subordinates;  Referent power is the belief that the subordinate/person is 

associated closely with the manager.  The fifth power is expert power which is the belief 

that the manager/ person has an expertise or possesses special knowledge to the 

assignment.  The final power is credibility.  It is the perceived thought of power through 

honesty, completing tasks, and accuracy.   

Many questions still remain when it comes to female leadership, effectiveness and 

longevity, such as: What has caused these aspiring leaders to leave the positions once 

they finally attain the “golden ring” and how big of a part did their communication style 

play in their success and/or demise? This researcher believes that one of the main 

challenges that face women in leadership is their style of communication and the gender 

biases they encounter.   

“Females pursuing leadership roles face many barriers as they must overcome the 

patriarchal culture‟s support of male-dominated leadership positions and masculine 

norms” (Drury, 2010, p.  62).  Many female leaders face adversity based on perceptions 

others have of women in leadership.  Therefore, women must have excellent 

communication skills if they intend on success and a lasting career.  “Utilizing good 

communication strategies assisted with building good working relationships and a strong, 

supportive staff” (Drury, 2010, p.  71).  Female educational leaders aspiring to move up 

in their organizations are unique when studying the impact of gender bias communication 

on their efforts because it has not received extensive thought or recognition.  This 

research began the process of filling the existing research gap regarding women female 
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educational leadership and gender bias communication barriers that they encountered and 

documented but also opportunities encountered by these women as they pursued their 

professional positions. 

Further supporting the notion of the double edged sword, or duality in perceptions 

is Page (2007) and her work outlining African American women educational leaders.  

“Women may feel it necessary to act like a man, but they must also keep in mind how 

they are perceived.  The perception may be different and not always positive” (Page, 

2007, p.39).  She explained that the communication of females may cause trepidation in 

the organization.  If women adopt typically attributed male characteristics, it could be 

damaging.  This is because words or behaviors typically attributed to men in a positive 

light may be counterproductive for women.  They may then become labeled as aggressive 

rather than assertive and a dictator mentality rather than “taking a lead”. 

Mendez-Morse (2003), shared the life of Sor Juana Ines de la Cruz, a seventeenth 

century woman “who was often criticized for being too masculine” (Mendez-Morse, 

2003, p.  164).  This criticism it seems, stemmed from her writings, her skill in speaking 

out, and her failure to obey her superiors.  Her actions exemplified breaking out of a mold 

and not accepting minimal acknowledgement (Mendez-Morse, 2003).  Women who step 

out of typically attributed roles are ostracized and condemned.  The ability to effectively 

communication becomes paramount. 

Gender Differences in Leadership 

Leadership Outside of Education.  Knopik, and Moerer (2008) contended that 

excellent leaders are entrepreneurial and successful entrepreneurs are leaders.  They are 

one and the same.  Innovative business administration programs should be developed to 
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combine the two disciplines to build strong leaders and effective outcomes.  Furthermore, 

any successful program should be focused specifically on women because it could be 

both beneficial and provide female leaders an avenue to success that they may not 

otherwise have afforded to them. 

Curley (2009) highlighted the work of Madelieine Kunin in her book reviewing 

politics and the power of female leaders.  The lives and leadership of women in American 

politics was highlighted with attention to the primary barriers women face on their way to 

an elected office.  Further implications of gender and politics were raised for women who 

want to enter into this realm of leadership.  Leadership, regardless of its context is 

entrenched with issues of gender bias. 

Boesch (2009) provided lessons in leadership simplifying steps and highlighting 

her belief that women are natural leaders.  She carefully outlined five lessons for 

leadership.  Lesson 1-Women are more than visionary.  Boesch (2009) clarified that 

women must recognize the power in shared visions and build reliability in those on their 

team.  Lesson 2-Women are smart, but must also become more perceptive.  Lesson 3-

Women need to improve on how they get “right”.  Meaning, they need to empower 

women and men around them on the way to getting “right”.  Lesson 4-Respect is as 

important as competence.  Lesson 5-It‟s no longer good enough to inspire occasionally, 

women must inspire daily.  She finalizes her lessons with the clear understanding that 

women cannot just be good, they must be great! 

Frauenheim (2007) found that if female business leaders act consistent with 

gender stereotypes, they are considered too soft and if they display characteristics that are 

not stereotypical, they are considered too tough or aggressive.  He further relayed that 
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when women exhibit stereotypical leadership behaviors such as assertiveness; they are 

viewed as capable but not liked.  “Women are viewed as „atypical leaders‟, with the 

perception that they violate accepted norms of leadership, no matter what the leadership 

behavior” (Frauenheim, 2007, p.  12). 

Educational Leadership.  Leadership in education is a demanding role that 

molds and shapes the lives of those touched.  Schools are institutions of moral learning as 

well as academic learning (Klinker and Hackmann, 2003).  Leaders in schools are 

required to make pivotal decisions on a regular basis and ensuring that those leaders 

understand the role that their values and morals play in their decision making is necessary 

to ensure a stable and purposeful environment.  They must recognize that the model of 

what is good or appropriate for the majority is, at times, in direct conflict with the rights 

of individuals.  Women especially have to be aware of the impact that they have in the 

delivery of those decisions.  The information presented by Klinker and Hackmann 

suggest that leaders are forced into making key decisions quickly between two right 

answers resulting in the loss of precious time and reflection on decisions and decision 

making.   

Whitaker (2003) focused on the internal components of any effective leader.  

Within this work, I found it interesting that a majority of his 15 things that matter could 

be traditionally viewed as feminine in nature.  For example, the section titled, “It‟s 

People, Not Programs” takes a closer look at building the relationships and taking time to 

invest into the people in your organization.  This is one aspect that seems deeply rooted 

in feminism.  Learn the people.  In addition, “Treat Everyone with Respect, Every Day”, 
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although most leaders would take this idea as the norm, Whitaker felt the need to outline 

it within his book and it is also well established within aspects of femininity. 

Leaders are responsible for every aspect of a school.  Whitaker (2003) stated that, 

one critical difference was that effective principals viewed themselves as responsible for 

all aspects of their school.  Great principals know that they can make or break a campus 

with the decisions that they make.  These leaders proceed with their day to day task in 

determining how they speak to staff both verbally and nonverbally and the impact it may 

have on the campus and ultimately teacher and student performance.  A great leader must 

immerse them in ethical and effective decision making as well as valuable 

communication.   

Effective principals understand that they are the filters for the day-to-day reality 

of school.  Whether we are aware of it or not, our behavior sets the tone.  If 

people see us running down the hallway screaming Fire!, it will be the talk of the 

school for days, even if it was a false alarm.  By the same token, if we calmly ask 

people to escort their student out of the building, the students will evacuate just as 

quickly, but without spreading panic throughout the school.  The most effective 

principals choose their filters carefully.  (Whitaker, 2003, p.  27) 

 

“Principalship is a marathon, not a sprint” (Harrison, 2010, p.  482).  Principals 

must be able to set themselves up for long-term success through the understanding that 

they should learn the communication patterns and expectations within that organization 

before trying to move it overnight. 

Gender in Educational Leadership.  To emphasize the presence of gender bias 

in styles and leadership, Gutsch‟s (2002) study supported the notion that the “good ole 

boy system” was still alive and well.  While dominate male leaders were viewed as strong 

leaders, female leaders who exhibited the same characteristics were scrutinized and 

ostracized.  The males moved quickly of the ladder of success, while the female leaders 
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lagged behind.  This study provided a forum for research into the prevailing perceptions 

and practices that abound in school leadership.  It carefully triangulated the findings 

derived from the surveys, interviews, and focus groups.   

Fulmer (2010) analyzed gender bias in leadership.  Leadership programs and 

organizations should be careful to analyze their programs and inform perspective leaders 

about gender bias and inequity that they may encounter.  “I believe the job belongs to 

leadership preparation programs to take stock of any program gender bias and to 

scrutinize all program curricula to see where policies and pedagogical practices might be 

contributing to this problem” (Fulmer, 2010, p.96).  Organizations should carefully begin 

the process of acknowledging their own gender biases and inequity perspectives, which 

this researcher contends closely relates to communication, to determine if organizations 

can in fact make an impact on constructing gender-bias free future school leaders. 

Some female leaders set aside characteristics typically attributed to women such 

as openness to the environment, interconnection, and mutual development (Papa, Daniels, 

and Spiker, 2008) in an attempt at fitting or blending into the organization.  This presents 

female leaders with many dilemmas.  Do they proceed with what they “feel is right” or 

do they carefully tiptoe through and around issues to maintain social decorum? The most 

successful leaders have been documented as having the ability to appropriately maneuver 

between the two approaches depending on the situation and the audience.   

Further implications of gender and leadership were revealed in Ashcraft‟s (2005) 

research.  Even perceptions of gender difference carry profound political consequences 

because dominant norms of professional interaction and managerial communication tend 

to privilege masculinity and devalue habits associated with femininity.  This seemed to 
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illustrate the illustrious “double edged sword” on how a lady should proceed in her 

business affairs and then she actually proceeded and the implications it has on how she is 

perceived.  A lady should exemplify traditional feminine characteristics rather than 

utilizing and advancing herself with a masculine attitude and focus of mind.  It seemed 

apparent that leaders must be able to understand their personal view on ethics, how they 

are perceived and how this may impact or color their ability to make decisions and 

resolve ethical issues and move their organization forward. 

According to Albino (1992), female leaders must have a strong sense of self, and 

become resistant to harsh criticism and “low blows”.  The second characteristic needed 

by female leaders is a capacity for hard work and long hours.  Next, they must have the 

ability to listen, self-reflect, and to get along with people.  Finally they must be intelligent 

and strategic.  The need to strategize becomes necessary for survival.  “Thus, strategy is 

important-all the more so because most women are competing (another dirty word) 

primarily against men, who seem to know a lot more about strategy, competition, and a 

few other job-related skills than women do” (Albino, 1992).   

Female leaders can at times feel as if they are caught in a “catch 22” in their 

leadership roles. 

If a woman appears too confident in her judgments, she can threaten men, 

but if she holds back, she may be perceived as stupid.  The solution here is 

a quick, on-the-spot analysis of both the situation and the cast of 

characters.  In general, women should present their ideas confidently and 

assertively but should also use their naturally collaborative and supportive 

style to elicit others' feelings about their ideas.  Of course, other situations 

will require one approach or the other.  It may seem unfair for women to 

be burdened with such mental processing, but in truth, most successful 

male administrators also think carefully about how to present their ideas in 

various situations.  (The difference here is that they do not think about 

these things in terms of gender bias.).  (Albino, 1992, p.  49) 
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Women do not have to engage in trickery and that is not what is meant by 

strategizing.  According to Albino (1992), they just need to know the rules of the 

game.   

The impact gender has on leadership affects both men and women.  Monroe 

(2011) suggests that in order for leaders to successfully navigate to higher levels of 

leadership within educational organizations, they must understand four principles.  The 

first is the accessible of role models, do they have mentors? Second, they must realize 

that the typical role of masculinity in leadership is found in the literature but is not a 

requirement for success.  Third, the must carefully distinguish that each leader finds a 

way that works for their organization, but may not be found in current, or previous, 

literature.  Each organization is unique, and leadership comes through understanding each 

particular entity.  The final understanding is that they may have limited access to higher 

levels of leadership because some of the selection criteria for these positions are based on 

white male norms.  These norms need to be discussed and understood for all leaders to 

move forward.  Current leaders “do not recognize that the need to speak carefully reflects 

more than White men‟s control of gatekeeping positions; it also points to the disjunction 

in American culture between discourse about professional work and discourse about 

inequality” (Monroe, 2011, p.  214). 

Current researchers such as, Denscombe (2007), Niesche (2008), and Payne and 

Cangemi (2001), studied female change agents and the impact of gender bias on 

leadership.  They married the thought of a soft female approach defined by Payne and 

Cagnemi (2001) as affectionate, with sensitivity to the needs of others, understanding, 

and gentle nature in their approach to people and to leadership.  The case was made that 
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these attributes would lead to high achieving models of success for all leaders to 

epitomize.  More research has been done within the last decade into the area of female 

educational leaders and the factors that contribute to their success and/ or failure than 

ever before.  Research within this area is no longer purely qualitative; it has made an 

aggressive move toward quantitative measures.  The research alludes to findings that 

women are increasingly perceived as viable and realistic leaders, regardless of their 

approach.   

The literature available continues to focus on change, effectiveness, and trials 

faced by women with a growing portion of the research targeting female educational 

leaders above that of principal.  Garn and Brown‟s (2008) work referencing female 

leaders as superintendents, and even college and university presidents further developed 

this theme.  They concluded that issues facing these leaders are at all levels of leadership 

and may intensify the as the position or standing of the leader raises.  Female leaders 

within this study learned to react in neither exclusively traditional male or female ways, 

but rather with the tools they needed to accomplish the task or challenge at hand.   

Dispelling gender stereotypes was a fact of life for these women.  They 

recounted ample experiences with coaches, faculty, staff, school board, or 

community members where they were forced to confront an 

oversimplified conception of female leadership.  Their experiences as 

superintendents provide insight for women who seek a career in 

educational administration.  Despite the numerous challenges they have 

addressed, their commitment to confront and overcome deeply embedded 

biases created more opportunities for the generation of women who will 

follow their lead.  (Garn and Brown, 2008, p.  67) 

 

Instructional leaders are presented with problems on a daily basis that stretch their 

understanding and knowledge of their world and of themselves.  Some of the information 

today seems to reveal that women in educational leadership roles are still struggling with 
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the paradox of the double standard in how they are perceived and should be perceived.  

This perception becomes further skewed when they exhibit characteristics that are 

typically attributed as male, such as direct or aggressive mannerisms in body language, 

straightforward speech, and dominance in the daily operations of their campus.  This in 

itself presents female leaders with many dilemmas.  Do they proceed with what they “feel 

is right” or do they carefully tiptoe through and around issues to maintain the social 

decorum?  

James Hoffman‟s (1998) study titled, “Are women really more ethical than men? 

Maybe it depends on the situation”, found results that were contextually based.  He 

hypothesized that the manner in which men and women respond to ethical dilemmas are 

similar to one another, but differences were noted depending on the situation in which 

they were enthralled.  In some instances, women responded in what would be construed 

as more gender specific than the men.  The findings from this particular study further 

shed light on which administrative type or gender would best respond in ethical dilemmas 

depending on the situation.  It would allow leaders and higher administration to 

determine the right woman or man for the job depending on the context of the position.  

The results from this study concluded that the decision maker‟s predisposition may also 

play a part in their ethical intentions, not just gender.  It found significance in women 

responding in a more ethnical manner than men in two of the four ethical dilemmas with 

one of those being the ethics of care.  I found that there was no significance found in the 

remaining two dilemmas.  Further research should be focused on the ethical behavior of 

men and women within the educational setting and the impact that I has on the decisions 

made.   
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Within Hoffmann‟s study, a person‟s own value system and moral code, not just 

gender, shape the decisions made and how they are made.  The individual‟s 

predisposition affects the ethical decisions made just as the situation itself influences the 

outcome.  Overall, it was found that the administrators, who are philosophically and 

morally aware of their decision making process and personal beliefs, also understand the 

paradox and apparent conflict between the common good and individual rights.  Female 

administrators need to be perceptive in their view of themselves and the world around 

them.   

Gutsch (2002) found that the “good ole boy system” was still alive and well.  

While dominate male leaders are and were viewed as strong leaders, female leaders who 

exhibited the same characteristics are scrutinized and ostracized.  The males moved 

quickly up the ladder of success, while the female leaders lagged behind.  This study 

provided a forum for research into the prevailing perceptions and practices that abound in 

school leadership.  It carefully triangulated the findings derived from the surveys, 

interviews, and focus groups.   

Current leadership roles are demanding, rewarding, and evolving almost daily.  

This is certainly true of both men and women leaders.  Women in educational leadership 

roles still deal with the paradox of the double standard and how they are perceived when 

they exhibit characteristics that are typically attributed toward males, such as direct or 

aggressive mannerisms in body language, straightforward speech, and dominance in the 

daily operations of their campus.  Papa, Daniels, and Spiker (2008) found that men are 

two times as more likely to show signs of aggression than women.  They continue to 

discuss how women emulate the behaviors of men in order to gain more acceptances 
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among their colleagues and succeed in their careers.  It may appear that women are 

exhibiting these types of behaviors in order to become successful in leadership roles, but 

a common thread through much of the research is that these attributes are not just 

mirrored but embody her normal temperament.  Papa, Daniels, and Spiker (2008), state 

that typically women are attributed to having characteristics of openness to the 

environment, interconnection, and mutual development.  Although these characteristics 

were noted within much of the literature, they were not the prevailing traits.  The 

information obtained within this work helped to outline and analyze the roles of gender in 

leadership, among many other things, and provided a framework for future reference and 

study into the area of female leaders, their communication style and how they may be 

perceived. 

Ashcraft (2005) parlayed her findings pertaining to the roles and positions 

associated with gender and how the current system appeared to require a more masculine 

approach thus bringing forth the notion that the advancement of individuals was slanted 

toward male leaders and devalued what women could bring to the task.  Thus, on the 

basis of culturally defined gender roles, men and women are expected to behave in 

certain ways; when they violate these expectations, others may evaluate them negatively 

(Aguinis and Henle, 2001).  Whether we agree or disagree, gender thinking has a 

prevailing effect on how people are perceived in leadership roles and how that may 

impact their apparent ability to lead. 

Timeline of Female Leadership.  Although there is a plethora of information 

targeting leadership, the move to female leadership does not hold to this same tenet.  

Historical timelines of research involving female leaders do not span great distances or 
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time.  In addition, studies involving the biases these leaders encounter due to their 

communication style were almost nonexistent.  Any research pertaining to females or 

female leaders before about 1960 was written as a qualitative biography outlining women 

and leadership.  Little information was obtained on women during these times that was 

not directly related to library or library media.  If a woman ventured outside of the home, 

she was found within this area and on rare occasions, she was found leading the library.  

As noted by Corwin (1974), there were female leaders in our early history leading 

libraries, but it actually resulted in less than 15 % of all leaders in the field. 

 Throughout the 70‟s, the literature and research available revolved around the 

perceptions of women and was utilized to highlight key issues and problems facing them 

as leaders in a male dominated society.  These pieces of research were qualitative in 

nature and led by women who were devoted to the problems that faced them.  Still little 

research was available pertaining to the impact of male dominant philosophies, thoughts, 

and leadership styles on women.  Grady, Curley, and Lacost (2008), contended that 

women were just beginning to understand the implications of female leaders in the 

workforce and more specifically in education.  The primary researchers during this period 

were women.  Few men had devoted attention to this area of study.  It continued to be 

common practice to find women teaching and working in the schools, it was not common 

practice to find that women were leading the schools.   

 The 1980‟s brought the focus on qualitatively highlighting women and their 

career paths and choices.  Leavitt‟s 1985 work contained a collection of biographies 

which demonstrated that female leaders could be successful in positions of leadership.  

She and other researchers during this time allowed for the positive contributions of these 
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leaders to be known.  They became groundbreaking examples and served as models of 

success and accomplishment for others to recognize and follow.  The increasing amount 

of literature made available during this time was devoted to many different aspects of 

feminism and utilized a softer, feministic approach.  It provided women with 

opportunities to learn from successful female pioneers.  The research available 

illuminated the positive characteristics of female leadership and pronounced that “women 

are a valuable part of society and can indeed contribute many great things as leaders” 

(Leavitt, 1985, p.  52).  The case was made for women in leadership and it seemed that 

men were beginning to take notice, in their attempts to begin researching this area. 

Researchers in the 90‟s such as Blackmore (1999), Crawford (1997), Datnow 

(1998), and Leithwood, Jantzi, and Steinback (1999), were developing their work on 

gender and leadership which drew attention to the notion of transformation, further 

giving life to a newly coined term of the transformational leader.  This era supported the 

belief that women were capable and willing to lead the way to new innovative 

educational opportunities.  Furthermore, the researchers and women were devoted to 

teaching one another.  This approach resulted in the idea of “self-help” in female studies.  

Not only were female leaders setting women apart, the research painstakingly made the 

case that women had many great attributes that could enhance the educational 

organization and to teach others.  The mostly qualitative approach began to pinpoint and 

focus on women as leaders and began to show how and why they were great leaders. 

An instrumental collection of work utilized in this research was derived from The 

Journal of Women in Educational Leadership.  It was a collection of works that 

supported, encouraged, and provided strength to women in educational leadership.  The 
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view point of the journal was feminist with a focus on transformational leadership.  The 

journal looked for scholarly submissions from various methodological and theoretical 

approaches.  The journal pursued work in the areas of leadership, mentoring, history of 

women, and their influence on our society.  It also regarded legal issues relating to 

women‟s issues, the impact women have on policy and politics as well as how women 

have influenced them.  This journal expressly stated, “The focus of the journal is to 

encourage scholarship and dialogue germane to gender issues in educational 

organizations” (Grady, 2008, p.275). 

 The level of rigorous information obtained from the journal was one of high 

caliber and it carefully outlined and supported the advancement of women in educational 

leadership roles.  It was devoted to providing work and manuscripts that would further 

promote women‟s causes and lead to the improved status of women in leadership. 

Implications for Future Leadership 

Female leadership is an evolving topic which lends itself to many recent and 

emerging pieces of literature and study.  Of current research, one focus is on female 

educational leaders and the plight associated with becoming school superintendents.  

Montz and Wanat (2008) analyzed female superintendents in a Midwestern state, viewed 

from the perspective of social network theory.  They found that the implications involved 

in this topic included training and professional development of potential school 

superintendents.   

Women with potential as leaders would be identified and supported 

throughout their careers.  Structured training (particularly about 

negotiating), professional development opportunities, and mentors would 

replace the missing network ties that prohibit many women from accessing 

the superintendency, a position for which they are well qualified and, upon 

arrival, are highly successful.  (Montz and Wanat, 2008, p.45) 
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Once women finally achieved these levels of success the next problem they faced 

was the lack of training and support for female leaders.  That was the focus of the study, 

Female Superintendents and the Professional Victim Syndrome: Preparing Current and 

Aspiring Superintendents to Cope and Succeed, by Polka, Litchka and Davis, 2008.  They 

determined through their research that within any training and supportive guidance 

program, potential leaders should be well versed in the five C‟s.  Those are challenge, 

commitment, control, creativity, and caring.  These characteristics afford leaders an 

opportunity at a well-balanced and inclusive foundation for leadership.  “Education in the 

twenty-first century can no longer continue to lose key leaders, especially females, 

because of lack of appropriate training for their own self-survival” (Polka, Litchaka, and 

Davis, 2008, p.  308).   

Their work made the case that once women were identified as potential leaders, 

they should ultimately be supported to ensure their advancement and success.  They 

should have available to them all of the opportunities and training needed to yield 

success.  Women have been put in positions where they had to become their own 

teachers.  They have had to dispel gender stereotypes and confront and overcome basic 

perceptions associated with female leaders.  Garn and Brown, 2008, stated, “Despite the 

numerous challenges they have addressed, their commitment to confront and overcome 

deeply embedded biases created more opportunities for the generation of women who 

will follow their lead” (p.  67).  Much investigation and research is needed within the 

pitfalls that face female advancing in leadership positions.   

Future female leaders must know how they are perceived.  According to Becker, 

Ayman, and Korabik (2002), there are many discrepancies between how leaders are 
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perceived and their understanding of how they perceived.  There is a discrepancy 

between the two perceptions.  The largest disconnect or discrepancy is with female 

leaders.  One can assume that the disconnect in perceptions is yet another component 

keeping women from progressing within the realm of leadership.  The implications of this 

study are huge within female leadership and make a case for future study into how and 

why this disconnect happens so that female leaders are aware and defend themselves 

against detachment in perceptions and reality of how they are perceived.  If a strong and 

dominate female leaders is to succeed, she must be willing to carefully self reflect and 

adjust her leadership styles as applicable.   

Faculty and students should not expect the socially constructed norms in women 

leaders.  These resilient participants suggest that genders and leadership norms are 

too simplistic and that women leaders must be willing to shift into 

multidimensional gender and traverse conventional borders.  (Christman and 

McClelean, 2008, p.  3). 

 

 

Conclusions in the Literature Review of Female Educational Leaders and Gender 

Bias Associated with Communication 

We see the world not as it is, but as we are-or sometimes as we are conditioned to 

see it (Covey, 2003). 

The body of empirical and scholarly research presented here suggests and 

supports that a critical feminist lens must be utilized to further discuss and draw attention 

to the gender differences associated with communication in educational leadership.  The 

following literature review conclusions have been ascertained: 

1.  Consistent representations and illustrations of the illustrious double standard is 

a pervasive aspect of communication in educational leadership.  “…women who adopt 

these „masculine‟ attributes pay a terrible price when they disrupt expectations associated 
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with the female gender” (Scott, 2003 p.  84).  Researchers such as Payne and Cagemi 

(2001), Papa, Daniels, and Spiker (2008), Cameron (1995), Page (2007), Ashcroft (2005), 

Garn and Brown (2008), and Young and Skrla (2003) all acknowledge the double 

standard, or glass ceiling.  These representations continue to support the ongoing need 

and focus that should occur in researching the organizational challenges faced by female 

educational leaders who find that they utilize an atypical communication style and want 

to be successful within their organizations. 

Female educational leaders must be aware of the pitfalls that lie ahead of them, 

that they should learn when, where, and under what circumstances they should speak 

freely.  As well as when they should temper what they are saying if they want to advance 

within their organizations.  This empirical research supports the following research 

question:  In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or their ability to 

improve their educational organizations?  

2.  The literature reviewed within this study supports this researcher‟s claim that 

the impact communication has on a female educational leader‟s career should garner 

further and more intense scrutiny.  There are few pieces of empirical evidence to support 

the impact of gender bias in communication on female educational leadership.  

Furthermore, Mendez-Morse (2003) further illuminates the lack of research available that 

takes into consideration the perceived or real impact of additional sources of differences, 

other than just gender. 

Thus, an examination of educational leaders that takes into consideration more 

than one form of difference, it seems, would be truly groundbreaking.  Moreover, 

such a line of inquiry could inform and expand the current construction of 
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educational leadership and what it means and what it is like to be a female 

educational leader.  (Mendez-Morse, 2003, p.  172) 

 

Female educational leaders do not just grapple with being female, they also have 

to take charge against other practices that impact their leadership whether those are 

cultural constructs, ethnicity, their communication, or the juxtapositions found between 

their personal and professional lives.   

Women must be able to articulate the disconnect between discourse concerning 

their careers and the inequality that they encounter, so that they may begin understanding 

their experiences.  The empirical data collected will help to answer the first research 

question, in what ways have educational female leaders with atypical communication 

styles been viewed differently from men or women with typical communication styles? 

And, what impacts did this have on them or their organization? 

3.  The importance of female educational leaders in finding voice is relevant, 

imperative, and has hefty implications for future leaders.  The research available seems to 

light the path for future leaders, male and female.  Female leaders must know the impact 

that their voice has on education, students, and educational organizations.  Laible (2003) 

suggests that in order to move ahead, one must do so with open eyes so that they may 

examine, and understand others in our world.  “Without knowing the other‟s world, one 

does not know the other, and without knowing the other, one is really alone in the other‟s 

presence because the other is only dimly present to one” (Laible, 2003, p.  190). 

Leaders within our educational system must not just immerse themselves in the 

learning of others.  They must be able to truly understand and know the educational 

system.  There should be clear understandings of why and how change can occur within 

the organization if one expects to influence change.  The research available helps this 
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researcher to answer the next research question, what do aspiring female leaders need to 

be aware of concerning gender bias in communication if they seek career advancement 

opportunities? Leaders must understand their own communication style, and 

acknowledge the bias imposed by others within their community. 
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Chapter III 

Methodology 

Introduction 

This chapter holds a restatement of the purpose and research questions as well as 

information regarding the design, rationale, and context of the study.  Furthermore, the 

manner and process for which data was collected and analyzed including the steps, the 

participants, the analysis and importance of this study are summarized.  This chapter 

further contains information in reference to the context of the researcher.   

Purpose of the Study 

The purpose of this study was to provide insight and clarity into the issue of 

communication in leadership and its impact on female educational leaders; to provide an 

avenue for understanding perceptions associated with female leaders and their atypical 

communication styles and how female leaders could better address individuals within 

their organizations.  The final purpose of this research was to address the issues of 

atypical communication bias in leadership, this information will benefit women, who are 

currently in, or advancing toward, leadership positions.   

Research Questions 

1. In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or leadership? 

2.  In what ways have educational female leaders with atypical communication 

styles been viewed differently from men or women with typical communication 

styles? 

3. What do aspiring female leaders need to be aware of concerning communication 

if they seek career advancement opportunities?  
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Research Design 

The focus of this phenomenological approach was to explore the influence and the 

experiences lived by these ACS female educational leaders.  Just as Daymon and 

Holloway (2002) stated, I am interested in how these ladies make sense of the world 

around them, especially the impact that their ACS may have had on their careers.   

This qualitative research study utilized a critical feminist perspective, in order to 

critically shed light on the impact of ACS on female leaders.  One must know the past 

before they can make a positive impact on the future.  Very little has been written 

concerning women in leadership and the bias they encounter pertaining to individual 

communication styles, or ACS.  It was imperative that a critical feminist view be utilized 

to further analyze the impacts that were possible in this field, due to bias and 

misconceptions.  Through this perspective, preventative steps may be seen and then taken 

to ensure ACS female leaders‟ succeed. 

Furthermore, it was the resolve of this researcher to utilize a critical feminist 

approach because the nature of female educational leaders and their communication style 

is an important field that should receive more extensive coverage.  This style lends itself 

to be fully covered utilizing this lens.  This theoretical framework will appropriately and 

adequately address concerns, issues, and/or trends that arise.  It will support a successful 

research project with compelling and valuable findings, as well as to illuminate and 

provide possible solutions to the problem these leaders may face. 

The insight gained from in this study will contribute to the lack of resources 

available to ACS female educational leaders.  My own ACS has cause several issues 

within my own career, such as the direct and assertive manner in which I deal with any 



Texas Tech University, Tracy Lynn Taylor, August 2012 

45 

 

 

obstacle, challenge, conflict, or conference.  I tend to be direct and to the point, causing 

some to take a step back.  I continue to work on my approach.  The experiences that the 

ACS leaders have may be like my own, but to suggest that generalization without study 

would have been arrogant.  Understanding “logic of competence” or only truly believing 

what one observes and only certain of one‟s own experiences, this researcher knows that 

other female leaders may have experienced something completely different.  The final 

determination in utilizing qualitative was made because, as Orcher (2005) asserted, 

“qualitative researchers have the potential for more depth of understanding” (Orcher, 

2005, p.  42).   

Rationale 

During this journey one persistent and pervasive issue was finding a definition for 

what atypical communication style truly meant.  ACS (Atypical Communication Style) is 

an approach to communication that is not typical, expected or confirmative to that 

traditionally viewed as a male or female. 

Communication styles of males and females have received much attention and 

have been outlined along very definite lines.  Many authors and researchers such as 

Payne and Cangemi (2001), Cameron (1995), Tannen (1994), Prouty (1995), Romaine 

(1999), and Swiss (2000), have found attributes that are distinctive to either male or 

female.  Females have been noted as being affectionate, sensitive to the needs of others, 

understanding, and gentle in their approaches.  Their language is utilized to persuade, to 

discuss issues or concerns.  Females tend to downplay their level of certainty and may not 

utilize the technique of interruption because it may be seen as impoliteness, or stifling of 

collegiality.  Women use their language and conversation to become part of a group and 
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are purposeful in their intent.  Furthermore, they create and maintain a cohesive, 

cooperative, and noncompetitive environment.   

Females communicate by using a passive or indirect approach and they are only 

assertive when they are trying to achieve rapport, connection, relationships, and equality 

of status.  Furthermore, females‟ points of negotiation within conversation are not utilized 

for self-advancement, but to “keep the peace”.  They are known for their supportive, 

inclusive, and responsive approach.  At times this could be construed as lacking 

“swagger” or self-assurance.  Because women are typically viewed as lacking self-

confidence (within formal conversation) and because they usually do not boast of their 

own accomplishments or talents, females with typical communication styles may find 

themselves in situations of subordination, conquest, or defeat.  Females with ACS also 

find themselves in a dilemma between balancing how they say things with what they 

should say. 

Characteristics and communication styles typically attributed to men are 

independence, assertiveness, and forcefulness.  They communicate by using an assertive 

or aggressive style in a very concerted effort to accomplish tasks, achieve status, and 

dominate the talking stage.  Typically, they act forceful and they are instrumental in 

“making things happen”, with more abstraction, less concreteness, and less 

responsiveness to others.  They are concerned with getting the job done, not gaining 

cohesiveness among the group or organization.  Men embody “masculine” values such as 

hierarchy, competition, aggressiveness, toughness, and impersonality.   

Men are very direct and aggressive in their approach to communication.  They 

utilize language to show knowledge or expertise, and to down play any doubts or 
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shortcomings.  During conversational interactions men expect interruption; they welcome 

and appreciate when it occurs.  Discussions include being tough and having buddies.  

Men “play by rules” and their speech and language are utilized to assert their dominance 

and to attract and keep audiences.  They are self-confident, argumentative, and willing to 

go toe-to-toe for their cause.  They are known to be confident and exercise self-control. 

Each of the previous paragraphs carefully and thoroughly describes typical 

communication styles attributed to men and women.  Examples of ACS are females 

leading conversations in a dominant, aggressive, argumentative, controlling manner, and 

being focused on performance with hard-and-fast results.  Therefore, ACS is defined as 

traits presented in one gender that are not typically attributed to that gender. 

Learning how to communicate is an important skill that will enhance the career of 

any aspiring female leader, just as not learning the social or hidden rules in an 

organization can inhibit one‟s advancement opportunities.  Women have had to dispel 

gender stereotypes, as well as confront and overcome basic perceptions associated to 

them.  “Despite the numerous challenges they have addressed, their commitment to 

confront and overcome deeply embedded biases created more opportunities for the 

generation of women who will follow their lead” (Garn and Brown, 2008, p.  67).  Much 

investigation and research was needed about the communicative pitfalls that may face 

future female leaders‟ and their career opportunities.  This researcher believed that one of 

the main challenges that face women in leadership is their communication style, 

especially when that style was considered to be an atypical communication style. 

The need for research in the realm of female educational leaders stems from what 

was currently available, or rather not available, in the field.  A good portion of the 
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research investigated “the glass ceiling” and how this invisible barrier was restricting 

female leaders.  Future studies need to expand to clarify not only how the “glass ceiling” 

has restricted these leaders but how a female leader with ACS can thrive within the 

organization.  This researcher believed that some of the barriers are the biases associated 

with gender based communication, or rather ACS.  Through personal experience and 

critical reflections, the impact of communication on a female leaders‟ success, leadership 

or opportunity for advancement was studied during this research.  This research focused 

on female educational leaders with ACS, leadership communications and perceptions 

through a critical feminist perspective that was strongly rooted in a qualitative approach. 

A study of this type was crucial to female leaders, as supported by Papalewis and 

Yerkes (1995) when they stated, “Understanding that communication patterns of power 

or status in how we say, what we say, and how it was perceived, can well serve the 

female leader” (p.  19).  This study initiated a dialogue among women to analyze pit falls 

that may lie ahead of them, therefore adjusting their approach or communication style in 

order to achieve success.   

This study is imperative to all leaders, including men.  The increased awareness 

of gender bias in communication and leadership will bring about change and ultimately 

success for those within the system.  Organizations will become successful once the 

definition of “a good leader” envelopes effective communication and leadership styles 

that are not attributed solely to that of a man or woman. 

Current and aspiring leaders will now have the opportunity to gain valuable 

insight, methods and techniques from the participants within this study.  Learning from 

current and past leaders is what will make great leaders even better.   
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Context of the Study 

The context of this study, and more importantly a researcher‟s frame of mind, 

shape the findings.  Knowing this information, this researcher‟s own biases and 

experiences were addressed as not to color the outcome or findings.  The researcher‟s 

frame of mind when entering a natural setting was crucial to the eventual results of a 

study and this researcher ensured that participants felt comfortable to express their true 

opinions and experiences.  By striking a wrong attitude, researchers could destroy the 

possibility of ever learning about the observed participants and their perceptions (Berg, 

2009).  Therefore, this researcher guarded against this to ensure appropriate information 

was gathered to answer each of the research questions.   

Glesne (2006) explained that a researcher could assume a variety of roles during 

their scholarship.  Because of this, this researcher was willing to interview at length, talk, 

observe, study, and review people, information, and subjects.  This researcher was 

willing to hold herself to higher standards of morals; to articulate in such a way that 

others understand her viewpoints, and behave in a way that does not cause alarm.  During 

the interview process, this researcher ensured that high standards were employed and 

communicated.  “As a researcher, ever conscious of your verbal and nonverbal behavior, 

you are more than usually attuned to your behavior and its impact” (Glesne, 2006, p.  62). 

The next role assumed by this researcher was one of learner.  Through the 

learning perspective, the study remained focused on producing a solid study into the 

communication issues encountered by female educational leaders in roles of principal or 

higher.  As research learner, there were times that this researcher may have been viewed 

as a curious student and may not have been viewed as the expert.  Taking this into 
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consideration, this researcher believed that this was important to ensure that there was a 

more relaxed environment.  Glesne (2006) asserted that experts and authorities aren‟t 

trusted and thus participants are not as open or forthcoming with researchers who hold 

that role.   

During the research process and investigation for this dissertation, several 

theoretical frameworks evolved and many approaches involving female studies and 

communication were considered.  As stated by Payne and Cangemi (2001, p.17),  

Communication both reflects and impacts our view of gender.  No one theory 

should be accepted as the complete explanation of gender roles, but rather should 

be thought of as part of a tapestry of ideas that together form a complete picture. 

 

There are various theoretical frameworks that could be utilized during the study of 

communication styles associated with female educational leaders.  One such design 

strongly relies on a feminist perspective.  As outlined Creswell (2003), it centered on 

women‟s issues and diverse situations was well as the institutions that enveloped them.  

A feminist perspective was central to this study since this researcher explored the 

impact and significance of communication based gender bias.   

Data Collection Procedures 

Research began with compiling the names of female educational leaders through 

the utilization of the Texas Education Agency and Region 18 websites.  Female leaders 

within Region 18 were sent a short questionnaire (via email and Qualtric) to determine if 

they were female educational leaders with ACS tendencies.  Once the initial 

questionnaires were collected, leaders were selected based on their responses and if they 

“fit” the mold of ACS as previously described and defined.  Surveys were reviewed and 

female educational leaders who met the criteria of 5 of 10 questions with a “yes” were 
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contacted to participate.  Nine participants initially agreed to participate; two were 

eliminated because they did not meet the criteria of female educational leaders with ACS 

and one later removed herself due to time demands of a new position as superintendent.  

Refer to Figure 3.0. 

 

Figure 3.0.  Flow chart of research protocol for this study. 

The second selection of participants occurred and approximately seven invitations 

were sent.  Once invitations of yes/no had been returned, seven participants were selected 

for final participation within the study.  The researcher ensured that bias and 

assumptions, such as my perceptions about the treatment female educational leaders with 

ACS receive, were acknowledged and did not color the outcome or participant responses.  

Furthermore, this researcher shared with and elicited feedback from a critical research 

friend.  Finally, logs with interview notes, field notes and reflections on this research 
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process were utilized and reviewed for clarity, consistency, and reliability.  Refer to 

Figure 3.1.   



 

 

 

 

 

 

 

Figure 3.1.  Identification, interview, and data analysis schedule for this study.   
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The information collected through the flow chart above was based on the 

following criteria set by this researcher.  The manner in which the study was conducted, 

the attitude held by the researcher, the location of the interviews, the wording in the 

questionnaire made subtle impacts into the study and the data.  Each and every piece of 

information, each nuance changes the outcome of events.  Every question, location, and 

demeanor of this researcher was like a stone skipped on water.  Each one changed the 

plane of the water and distance of the skip depended on the force of the throw.  

Therefore, this researcher ensured that each question addressed and answered the 

research questions presented in this study.  The questions and data gathered did not color, 

or lead participants to answer or share experiences that only support this researcher‟s 

views or opinions.  This study shared the experiences of other female leaders with 

attention made to context of time, school district, position, and supervisors in the 

culmination of data.   

 The benefits included provided insight and clarity to this issue of appropriate or 

typical female communication and its impact on female educational leaders.  In addition, 

this study provided an avenue for understanding perceptions associated with female 

leaders and their communication styles.  These investigations informed female leaders 

about how they could better communication with individuals within their organizations.  

It also addressed the issues of communication bias and gender in leadership which 

benefited women, who are currently in leadership positions or aspiring to advance.  

Finally, this study added to the current body of literature on female leaders and can shed 

light on the possible pitfalls and as well as advantages associated with atypical 

communication styles.   
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Data was collected on the interactions among the female leaders during meetings, 

campus and building duties, and gatherings.  Observations were made to find any 

motivating facts or patterns.  These observations supported the interviews with 

educational leaders.  Interviews were conducted and transcriptions provided to 

participants along with follow up interviews.  Observations utilized a flip camera and 

were held after the initial interviews.   

Each participant completed consent in writing to participate, each participant had 

the opportunity to receive transcripts or findings in reference to them, and they were 

provided with the final conclusions of this study.   

The following data collections techniques were utilized for each research 

question: 
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Table 3.1 

 

Data Collection Techniques for each Research Question 

Research Question 

Method of 

Interview/ 

Observation  

Written 

Correspondence Video 

1. In what ways do female 

educational leaders 

perceive that their 

approach in 

communication has 

affected their career 

advancement 

opportunities or 

leadership? 

Face to Face & 

telephone 

interview, 

observation-flip 

camera recorded. 

Survey 

Video interactions 

of leaders with 

various 

stakeholders within 

their organizations.   

 

Observational 

notes and video. 

2. In what ways have 

educational female 

leaders with atypical 

communication styles 

been viewed differently 

from men or women 

with typical 

communication styles? 

Face to Face & 

telephone 

interview, 

observation-flip 

camera recorded. 

Survey 

Video interactions 

of leaders with 

various 

stakeholders within 

their organizations. 

 

Observational 

notes and video. 

3. What do aspiring 

female leaders need to 

be aware of concerning 

communication if they 

seek career 

Face to Face & 

telephone 

interview, 

observation-flip 

camera recorded. 

Survey 

Video interview. 

Observational 

notes. 

 

Careful collection of field notes occurred during interviews and observations 

including verbal exchanges, practices, and connections between and among observational 

opportunities and participants.   

Thorough interviews will be held with each of the female educational leaders.  

The researcher ensured that the interview questions and setting allowed for opportunities 

to probe as needed.  Questions were developed that were conducive for in-depth answers 

to the research questions.  Interviews, surveys and observations occurred.  Careful 
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attention was made into the types of interviews that occurred.  In-depth interviews 

focused this research with this researcher paying close attention to the terms used.   

The information requested and collected was imperative to this study to support 

and determine final conclusions based on female educational leaders and the effects that 

gender bias communication may have on them.  All of the data collected was destroyed 

within one year of the completion of this dissertation. 

Participants 

The design of this research was to carefully study a group of female leaders in 

Region 18 in the position of principal or higher and the perceived impact their 

communication has had on their careers.  A purposeful sampling occurred through the 

investigation of female educational leaders in the administrative positions of principal in 

Region 18 through the Texas Education Agency web site.  Once initial participants had 

been identified, they were contacted via email and phone for participation.   

The participants included female educational leaders in positions as principal, 

assistant superintendent, or superintendent within Region 18.  The purpose for choosing 

these leaders was to determine the effect, or perceived effect that their ACS may have 

had on their careers and career advancement opportunities, interactions, and 

communications. 

Participants were solicited through random selection throughout Region 18 with 

surveys to screen potential participants for appropriateness to this study.  Solicitation 

occurred through emails, phone calls, and personal visits to the various districts in Region 

18.  The involvement of Region 18 was chosen due to the proximity to the researcher.  
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This was a sampling of convenience and this researcher acknowledges that this was a 

limitation within the study. 

The interviews and questionnaires were held on the individual leaders‟ campus or 

office.  All participants had the opportunity to an interview in a location that was most 

comfortable and appropriate to them.  This was important because it allowed for this 

researcher to observe each leader in a relaxed and comfortable environment, resulting in 

more honesty responses.   

Data Analysis and Synthesis 

Once all of the data had been collected, there was a rigorous reviewing process to 

familiarize this researcher with the data.  Denscombe (2007) further clarified that each 

researcher must read and reread all data, as well as to listen and re-listen to the taped 

interviews.  The participants were interviewed, the information transcribed, coded, and 

themes identified.   

The information was analyzed and further scrutinized for trustworthiness and 

credibility.  Within the confines of this study, careful examination occurred when 

reviewing the surveys, interview notes, transcriptions, recordings, video, and 

observational notes. 

Much a like a jigsaw puzzle, this researcher carefully analyzed each piece of 

information and determined how the various pieces appropriately fit together.   

Analysis of qualitative data was primarily an inductive, as opposed to deductive, 

process, meaning that the researcher endeavored to discern patterns in the data rather than 

formally test pre-determined hypotheses.  The end result was typically a detailed account 

of particular phenomena (known as a “thick description”), a list of propositions, or the 
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construction of a typology indicating how one set of variables was related to one another 

(Dudwick, Kuehnast, Jones, and Woolcook, 2006). 

Further analysis of the data consisted of carefully coding the data, by attaching 

tags or labels to the raw information.  Next, this researcher categorized the codes and 

identified ways in which the codes may be grouped.  “The categories act as an umbrella 

term under which a number of individual codes can be placed” (Denscomb, 2007, p.  

292).   

All of the interviews were transcribed verbatim and this researcher listened to the 

video recordings while reading the transcriptions to ensure accuracy of data collected.  

Notes were made on the transcribed interviews while listening in reference to nonverbal 

body language.  A folder was kept for each participant with appropriate notes and data 

collected such as observations, surveys, transcriptions, and observational notes.  

Furthermore, each participant was provided a copy of transcribed notes to read and 

review for accuracy.   

Finally, the findings were probed for themes.  Each piece was carefully analyzed 

to determine if sense could be made of the information, if patterns and relationships were 

recognizable, and if general discoveries could be ascertained from the findings.  Each 

piece of data collected was labeled to establish an audit trail analysis on the 

communication style and manner exhibited by the participant. 

The use of concept maps allowed for the further development of themes and the 

formation of connections between thoughts, ideas, and epiphanies shared from 

participants or determined by this researcher.  Denscomb (2007) suggested that 

identification of themes and relationships among the various categories should occur at 
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this point with a final determination of some generalized theme, statement or 

understanding of female educational leaders and atypical communication.   

This researcher utilized the software NVivo 9 to further compliment this study.  

The emergence of software for qualitative data analysis such as NVivo 9, allowed for a 

careful systematic process to occur.  By allowing the collaboration of the software along 

with the detailed and careful analysis of data done by this researcher, a complete view of 

female educational leaders and atypical communication styles occurred. 

Ethical Considerations 

The responsibility of this researcher was to ensure ethics and care.  Some of the 

dangers associated with this study could include personal or emotional bias which may 

cause questionable objectivity.  This danger could also be an asset when showing the 

close relationship between participant and researcher.  However, it was suggested that 

extreme diligence and care be taken when dealing with the participants.  “For many 

researchers, objectivity rests on the ability of an investigator to articulate what the 

procedures are so that others can repeat the research if they so choose” (Berg, 2009, 

p.329).  This researcher ensured that participants‟ anonymity remained intact.  

Pseudonyms were utilized and contexts were diffused.  This researcher made certain that 

the methods were carefully laid out to ensure that future studies of this kind can be 

replicated and done in a manner that was not harmful to participants. 

Trustworthiness, Validity, Member Checking, and Creditability 

This study and researcher was presented in a light that will facilitate a common 

goal and understanding to ensure valid outcomes.   
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1. Credibility –The idealization of ensuring that all methods, findings and process 

encompass trustworthiness, validity and reliability.  Processes are meticulous and 

disciplined (Dyson and Brown, 2006). 

2. Trustworthiness- occurs when a researcher ensures that the study is done without 

lapses of integrity, avoiding any form of fraud or fraudulent claims (Mauch, 

2003). 

3. Validity-Validity occurs throughout the steps in the process of research.  Validity 

is strength of qualitative research and determines whether the findings are 

accurate from all stakeholders within the research process (Creswell, 2003). 

4. Member checking-“to determine the accuracy of the qualitative findings through 

taking the final report or specific descriptions or themes back to participants and 

determining whether these participants feel that they are accurate” (Creswell, 

2003, p.  196). 

  

Context of the Researcher 

Included within this chapter was an account of my personal and professional 

experiences which led me to this study.  I have had 17 years working within the public 

school systems, with eight of those years in the classroom and nine years as a campus-

level administrator.  This background lends credibility to the experiences that I have and 

bring to this research study.   

In my personal life, I have one twin sister who is also in education and is a great 

source of support and encouragement for me.  She and her beautiful family are very 

special to me.  She has also helped shape who I am as a leader.  We were raised in a not-

so-traditional family environment.  My father worked on the pipeline for oil companies 
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which caused us to move often.  I attended five elementary schools, two middle schools, 

two junior high schools, and two high schools.  It is because of my parents‟ strong belief 

in education that my sister and I succeeded in school.  Although I now see some small 

gaps in my knowledge encompassing traditional school curriculum, the value of the 

experiences that I had with my family far outweighed any negative effect.  These 

experiences taught me to stand up for myself, but be flexible with others, be strong in my 

beliefs and convictions, do what I know and was taught was right, and to learn from both 

positive and negative events in my life.   

My parents were married young and are still married today.  My mother graduated 

from high school early and went to cosmetology school.  She later went to college while I 

was in junior high and became an LVN.  She went back to school yet again, while I was 

in college, and became a Registered Nurse.  She taught me that it‟s never too late to learn.  

My father received his GED and licenses for refrigeration while I was in school and he 

has owned and operated his own business.  He is a strong leader and the people that have 

worked for him have great respect for his abilities, not only his ability as a great leader 

but in the actually level of his skills and knowledge in everything that he does.  Both of 

my parents have taught me that it is the responsibility of one‟s self to make 

improvements.  I was taught that you are responsible for those things that you know and 

do not know and the only way to ensure that improvements are made is to work hard and 

make that effort.  Relying on others to do something that you are capable of doing is 

unacceptable.  Their commitment to education is why I am where I am today.   

I graduated high school at 17 and began attending a local community college and 

university.  I graduated, received my teaching certificate, and secured my first teaching 
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position by the time I was 21.  I had one child, Samantha during this time.  I taught for 

six years and went back to school to move into educational leadership because of the 

influence and need I saw in education around me.  I believe that rather than “griping” 

about problems and issues I need to do something.  I believe that we are each in charge of 

our own learning and have a responsibility to help correct the things that we see and 

know are wrong.  We have two choices in life, see the injustices around us and do 

nothing, or we act and do something to improve our systems, organizations and schools, 

so I completed a master‟s program and obtained my Educational Leadership Certificate.  

While I was working on my Master‟s program, I had another child, Kennedy. 

I acquired an assistant principal‟s position following graduation and worked at a 

magnet school for three years.  After my third year as an assistant principal, I applied for 

a principal‟s position that had become available.  I had received accolades to my 

organizational skills, discipline, and overall knowledge of the school environment.  

However, I did not receive the position.  My assistant superintendent came to my campus 

to inform me that I had not gotten the position.  Her words were simple, “You are not 

warm and fuzzy enough.” She further clarified that I held the skills that our district was 

looking for in a principal but that at first impression I came across as hard and unbending.  

Keep in mind, that was not who I am as a person or as a leader! 

This left a lasting impression on me.  Angry at first, but I soon realized that I 

needed to take a self-reflective look at how I was perceived.  Unfortunately, perceptions 

become truth and learning how to speak and interact was as important as what was said.  I 

moved to another elementary school in town where I watched the campus leader, a great 

deal.  I watched the manner in which he interacted with everyone, how he said things and 
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how people around him understood what he was saying and why.  I knew then that I had 

to improve my approach if I was to ensure success for myself and most importantly for 

my students.  That summer I secured my first principal‟s job.  My ability in leading had 

not changed, the manner in which I addressed and shared information did!  During this 

year, I had my last child, a son, Reese.  He has opened my eyes to the vast differences 

among kids, even in the same household.   

The next situation that resonated with me was when our district had enlisted the 

services of a company to analyze their leaders and assess the manner in which they led.  

The speaker looked at my information and said, “Wow!” He further explained that I was 

dominating and direct, straight forward, and had probably been called a “bitch” a time or 

two.  He further explained that “If you were a man…you‟d be the CEO of a company.”  I 

didn‟t know what to say.  I actually felt relief that someone other than me acknowledged 

that the manner in which I communicated as a woman had been a hindrance to me.  It 

was not what I said, but how I said it!  Many opportunities continue to face me and many 

obstacles as well, but I am learning how to ensure that I move my school forward with 

how I communicate, not hold it back.   

In 2009, an opportunity to attend Texas Tech via distance and face-to-face 

became available.  I never hesitated and knew that this was my next step.  With the 

support of my wonderful husband, Kenny, I enrolled.  He provides the support, critical 

insight and love that have allowed me to move forward.  He encouraged me to learn and 

to help others learn.  Kenny further supports and helps to shed light on this journey for 

me, he keeps me grounded. 
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From day one of this doctoral journey I knew that I would be working and 

researching the impact of communication on women.  Women have to know the effects 

that they have on others in how they say things and that it may overshadow what it is that 

they are saying.   

Chapter Summary 

In reviewing the various methodological approaches associated with feminine 

studies, it was found that the majority of the research was qualitative in nature.  Creswell 

(2003) explained that the qualitative research method as having several key 

characteristics.  Creswell (2003), further contends that the close interaction and of true 

understandings were gained through a hands-on, close relationship built with the 

participants. 

 During the research of atypical communication styles and gender bias female 

educational leaders‟ encounter, there were few studies noted to be associated with a 

quantitative approach and the debate arose surrounding the codification of findings.  In 

order to build a base for future reference and scholarship in this area of focus, it was 

determined that the following contributions would out shine any negative perceptions or 

perceived threats.   
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Contributions. 

 To provide insight and clarity to this issue of communication and its impact on 

female educational leaders. 

 This study provided an avenue for understanding perceptions associated with 

female leaders and their communication styles and how female leaders could 

better address individuals within their organizations.   

 This study addressed the issues of communication bias and gender in leadership 

which will benefit women, who are currently in, or advancing toward, leadership 

positions. 

 This study added to the current body of literature on female leaders and 

enlightened them to the possible pitfalls and as well as advantages associated with 

communication. 

It was the determination of this researcher to build on the current body of 

qualitative research available with a feminist lens.  The qualitative method naturally lends 

itself to narrative forms of learning and understandings that cannot be reduced into 

numbers.  The qualitative method utilized in most of the previous research allowed for a 

deep understanding of the female condition in our society through the interpretations that 

occur between the written lines on a page and the numbers in a spreadsheet or formula. 

Introduction to Participants 

The following six chapters provide the stories for each of the six participants.  

Each participant was provided the opportunity to choose a pseudonym, while some of the 

ladies chose their name, others did not and this researcher will not divulge which 
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participants chose a pseudonym and which participants did not in order to ensure 

confidentiality.   

The presentation and order of the women within the study occurred as the same 

order in which each woman was interviewed.  The following table gives a brief overview 

of the six participants within this study.  Refer to Table 3.2. 
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Table 3.2 

 

Information of Each Research Participant 

Name 

Time in 

Education 

Current Role 

in Education Important Points Quote 

Angelina  23 years in 

education 

8 years in 

leadership  

Elementary 

Principal 
  It‟s important for female 

leaders to build their 

personal side of leadership 

and not to lose sight of 

that.   

 Know your staff and the 

impact communicational 

approaches may have on 

each one.   

 Be aware of one‟s self. 

…that style would be 

ok if I was Mr.  

Angelina, you know.  

But, it's like because 

we're women, we're 

supposed to, I don‟t 

know.  It's like we're 

supposed to nurture 

people and I'm not 

their mother.  You 

know? I'm not 

supposed to nurture 

and I don‟t mean to 

be unkind…But, as 

far holding their 

hand, patting them 

along the way, (head 

shake no).  But I still 

think that's what they 

want [I11L20p4]. 

 

Shannon 16 years in 

education 

6 years in 

leadership 

Elementary 

Principal 
 Take things on, leaders 

should not back away from 

hard or difficult decisions. 

 Leaders must be direct, 

forthright and concise with 

dignity. 

 Know the manner in 

which your approach to 

communication will be 

taken. 

 Know your approach as a 

female leader and move 

between to the various 

approaches depending on 

your audience and the 

situation in which leaders 

I shoot straight, I you 

know, that's just my 

personality.  I have 

found that, that 

works.  I don‟t know 

if it's my personality 

as much as it is, I 

have found that in, it 

just worked better for 

everybody if are just 

honest about things.  

And for me, I am just 

truthful at the very 

beginning and it has 

saved me lots of 

trouble in the long 

run [I21L3p1]. 
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Table 3.2 

 

Information of Each Research Participant 

Name 

Time in 

Education 

Current Role 

in Education Important Points Quote 

are involved. 

 Female leaders should 

build capacity and 

leadership in the people 

around them. 

Andrea 34 years in 

education 

19 years in 

leadership 

Assistant 

Superintende

nt of 

Curriculum 

and 

Instruction 

 Know one‟s own style 

and approach.  Leaders 

must know themselves.  Be 

direct and fair, not cruel. 

 Know the people in the 

organization. 

 Know and make decisions 

about the environment and 

situations in reference to 

approach and style and be 

able to vacillate between 

various styles. 

Women in similar 

roles tend to be more 

direct like me - or 

that is what I have 

experienced.  

However, there have 

been a few women 

who are less direct.  

People often see 

them as unsure of 

themselves and 

lacking control.  I 

don't think that is the 

case yet that is how 

they have been 

viewed.  It appears 

that in order to be 

taken seriously, 

women in leadership 

roles have to portray 

a certain toughness 

that men don't.  Men 

are often 

given respect or are 

taken seriously based 

solely on the position 

they hold - and not 

on their 

particular behaviors 

[I34L6p1]. 

Vivian 25 years in 

education 

5 years in 

leadership 

Jr.  High 

Principal 
 Observe and listen to 

what‟s being said and 

…if you were a man 

you would be 

considered a great 

leader, but because 
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Table 3.2 

 

Information of Each Research Participant 

Name 

Time in 

Education 

Current Role 

in Education Important Points Quote 

done. 

 Know one‟s own 

approach and style. 

 Know the audience and 

the environment. 

 Empower and building 

capacity in those around 

the female leader. 

you're a woman 

you‟re considered a 

bitch.  I said yeah, I 

have heard that 

before [I41L33p4]. 

Emma 18 years in 

education 

12 years in 

leadership 

High School 

Principal 
 Know one‟s own 

approach. 

 Self reflect to determine 

best approach to future 

situations 

 Leaders must know the 

environment and audience. 

 Know when to vacillate 

between various 

approaches to communication 

You know the ones 

that you have to be 

very blunt with 

them, very direct for 

them to really 

understand what 

you expect.  And I 

can do that when I 

need to.  Um, but I 

try to just adjust to 

what they you know 

where they are 

coming from 

[I51L14p9]. 

 

 

Suzy 17 years in 

education 

7 years in 

leadership 

Elementary 

School 

Principal 

 Know your approach. 

 Know your audience. 

 Read the environment. 

 Watch and listen. 

 Self reflect by monitoring 

delivery of messages. 

 

I think most people 

appreciate it when 

I'm straight forward 

with them and let 

them know that, 

because I'm that 

way.  I want to be 

told directly, look 

you messed this up 

and we need to fix 

this.  I don't like 

things to be sugar 

coated.  If I have 
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Table 3.2 

 

Information of Each Research Participant 

Name 

Time in 

Education 

Current Role 

in Education Important Points Quote 

done something 

wrong, tell me and 

let's fix it.  That's 

kinda how I try to 

be with my staff 

[I61L15p4]. 
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Chapter IV 

Angelina’s Story 

Educational Background 

Angelina has been in education for a total of 23 years.  She has spent a total of 

eight years in administration with the last year and a half in her current position as 

elementary principal.  Angelina moved into educational leadership, not because of her 

own desire, but because of the quest of a cohort who had expressed interest in a master‟s 

program at the local university.   

Dana Lane said, “Hey, do you want to go get your Master's?” We barely knew 

each other and I said, “Sure that sounds great.” I literally got in the truck with her 

that day and said, "What are we going to do?" and she goes, “I‟m going to be a 

principal, so I'm getting this.” So I just went, "Well that's not really what I wanted 

to do." I just have always said that I got Dana‟s degree [I11L4p1] 

 

Although Angelina got her degree because of the “dream” of a colleague, she 

worked hard, and set high expectations for herself and her staff.  She moved her staff 

forward with the understanding that educators must ensure that kids get the very best 

education possible and that could only come from hard work and developing one‟s own 

education.  The issues she faced in her career derived from this belief and the manner in 

which she approached people with her direct and upfront communication style.   

Personal Approach to Communication 

Angelina expressed that her approach to communication was direct and straight to 

the point.  “Say what you need to say and move on” [I12L2p1].  She believed that her 

approach has been helpful to her but also sees how it may have negatively impacted her 

performance or leadership.  “I need to be better at communicating, I know I do.  I use 

email a lot” [I11L25p1].  She sends many emails because it was easier for her to ensure 
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that she did not forget anything.  She could disseminate information quickly and 

effectively.   

Even growing up, Angelina was aware of her direct approach to communication.  

She was known for “not having any tact” and just blurting things out, she just “said it”.  

Her belief was that she did not have much time for words, just say it and move on.  She 

realized over the years that some people would try to find the “little in roads” in what she 

said or wrote.  They would read into things everywhere and with everything.  She then 

decided that if her approach was just cut and dry, then they would not be able to “trip her 

up”.  In other words, she knew that superfluous words and information would lead to 

further linguistic entanglements.  She intended to keep her words precise and succinct. 

Communication and Leadership 

Angelina expressed that unfortunately because there were so many demands as an 

educational leader, that there seemed to be little time for those faced-to-face 

opportunities.  Therefore, she utilized minimal words, and directness to ensure that her 

messages were relayed timely and effectively.  She did so through the utilization of 

email.  Angelina relies heavily upon email to ensure quick responses so that she did not 

forget something or “drop the ball”.  Through this technique, she was less likely to 

overlook important commitments that required her supervision.  She multitasks often by 

sending those quick communications while out and about on the campus.  She can 

disseminate a plethora of information quickly, but she also realized that sometimes her 

style was not always the best approach.  Angelina noted that she had been told that face-

to-face was better because her emails periodically came across even more direct than she 

had intended.   
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When Angelina does use face-to-face contact she openly shared that she is direct, 

because the less you say, the less problems seem to arise.  She characterized herself as a 

minimalist during comes to conversations and interactions.  Meaning that the fewer 

words she said, the less likely she was to get tripped up or led into unwanted situations 

because the content may have been misunderstood or vague.  “I think that sometimes the 

less words you say, the less you can, get tripped up in your words, you know, so to 

speak” [I11L3p2].  She further explained that although she is direct, she does try to be 

kind and “soften the blow” when she has been in situations where she was working with 

or redirecting staff.   

Angelina finds that she has to be two different people.  She described herself as 

having a business side and a social side.  She communicates in a direct and to the point 

manner and noted that at times people are surprised when they see her in private settings 

because she has been more relaxed and easier to approach.  Angelina has found that while 

at school, business is business and she doesn‟t like that part of the job.  She has found 

that it has been difficult for her to self-promote because she struggles with the 

“smoozing” or moving the social aspect of her private life into her “business” life.   

At first glance, Angelina was unsure, or had not put much thought into the manner 

in which others viewed her or her communication style.  She shared more of what she 

believed that they wanted in her, not what she believed that they actually saw or got.  She 

stated that they wanted someone more “flowery” and someone who would pat them on 

the back more than she did.  Angelina relayed that if she did not say anything to her staff 

members that, they were doing a great job.  It was usually only when Angelina had 

concerns with them that she employed face-to-face conversations.   
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To me, you're doing a job.  If it's not done well, then we'll visit.  But if you're just 

rockin‟ along, I mean I try to always be positive and thank you but, like I said, 

being polite.  But as far as a bunch of pats on the back I, that's hard for me 

[I11L22p2]. 

 

She did acknowledge that many of the teachers on her staff were much younger 

and needed that affirmation.  Angelina has tried to be better about giving them positive 

praise and “sticky notes” to help send that message.    

When Angelina has had to communicate with staff, it has been to disseminate 

information.  She does not spend a good deal of time on the delivery of that information.  

Likewise, she is not comfortable in times of self-promotion, but places that emphasis 

back on her staff and her school, by giving credit to those who work hard around her.  

She is direct and poised when it came to the manner in which she approached her role as 

the instructional leader on her campus.  Everyone has a job to do and she realized that she 

needed to be better at “playing that political” part of her role to ensure that her campus 

and staff get the recognition and resources that they deserve.   

Challenges in Communication 

When Angelina was asked if her leadership had ever been negatively impacted by 

her communication, she quickly replied, “yes”.  She shared an encounter with a parent 

and compared that to her staff.  She believed that when dealing with them, they took 

meeting with her as if they were “in trouble” or that she was “upset with them”.  Often 

times she just needed to clarify a message or goal.  She believed that her encounters with 

communication were really to the point and then she moved on.  Angelina understands 

that the people at her school want more of a personal relationship, and to “chit chat” 

sometime without the need of a reason.  Interjecting a softer approach is the area she 

continues to focus.  With that came the realization that she is at an Academically 
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Unacceptable campus and she had to ensure that her staff took ownership in that and felt 

the sense of urgency needed and required to ensure success for the students on their 

campus.  Her concern was that with a softer approach, the stakeholders would not move 

forward with purpose. 

Angelina shared a story of when she was asking teachers to engage in staff 

development every Wednesday after school.  A teacher contacted their central 

administration office in protest and Angelina drafted an email to her superintendent 

telling him not to expect much improvement from her campus because they could not 

“grow” themselves professionally.  She shared this revelation with her staff and further 

explained that she was not going to send the email because she was not going to 

embarrass herself or the school in that manner.  She felt that the complaint was the work 

of an individual and not a consensus of the team.  Angelina specified that many teachers, 

those that she knew were not a part of the complaint were “taken aback”.  Her direct 

approach had offended many of her staff and her intention was to not to offend them, but 

to further support the need for professional development.  She knew that she had 

communicated her unhappiness with the situation in a manner that did not promote 

learning, but forged a divide between her and her staff. 

Gender Bias in Approach to Communication 

Angelina believed that had she been a man in the aforementioned incident, there 

would not be an issue.  She shared that a direct and no nonsense approach from a man 

would be accepted whereas, she felt that it were not ok for her.  “… that‟s ok for a guy” 

[I11L16p4]. 

…that style would be ok if I was Mr.  Angelina, you know.  But, it's like because 

we're women, we're supposed to, I don‟t know.  It's like we're supposed to nurture 
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people and I'm not their mother.  You know? I'm not supposed to nurture and I 

don‟t mean to be unkind…But, as far holding their hand, patting them along the 

way, (head shake no).  But I still think that's what they want [I11L20p4]. 

 

Awareness of Communication  

Angelina is aware of her communication and has carefully analyzed how she 

presents new ideas or information to staff since the “Wednesday Staff Development” 

incident.  Angelina is focused on the positive and making more of an effort to do things 

(notes, pats on back, etc.) that the staff need to hear and see.  She has been concentrating 

on knowing her staff and learning which of her teachers need more support and which 

ones tend to “hyperventilate” just having to come to the office.  She especially has 

learned to slow down.   

Angelina recognized that although she may be in a hurry, she will slow down her 

speech, her processes and ensure better eye contact so as to build a relationship with her 

team.  She is now especially aware of time, or lack thereof!  Although Angelina knows 

that she must do these things, the nature of their current circumstances has placed her in a 

conundrum.  She wants to value their time afterschool but she needs to build a strong 

team focused on student success.  So, the present situation of their time, does not allow 

her to spend time building up her team.  She has had to move quickly during those after 

school sessions to ensure that she is not overly imposing on their time.   

Personal Strengths and Future Plans 

Angelina‟s strengths are perseverance and resilience.  She has been able to stay 

strong and endure the pendulum swing associated with education.  She asserted that her 

direct approach to communication has provided a strong foundation for her to “get the job 

done”.  She hopes that through her direct approach to communication she continues to 
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express that sense of urgency in educating their kids without leaving teachers in the 

wake.  

She continues to strive for greatness.  Angelina hopes that eventually she will 

become more comfortable in her position as principal, and help to move her campus out 

of Academically Unacceptable status.  She noted that education in Texas is tough right 

now and that each educator must take a look at themselves and then “go”.  The call for 

change and a new way to look at education in West Texas is needed. 

Advice that Angelina has received from a coach, and continues to find solace in, 

is that people need to talk more and she needs to provide more face-to-face opportunities 

to guarantee more of a personal and warm environment.  She understands that this is how 

solid relationships are forged.  In conjunction with her own self-reflections from our 

interviews, the manner in which she will approach her staff will always be in the back of 

her mind.   

Implications for Female Educational Leaders  

Having had the opportunity to self-reflect, Angelina believes that female 

educational leaders must build relationships and work on the personal side of who they 

are in leadership.  She expressed that female leaders must allow for their staff to see both 

sides of who they are in life.  Each female leader has a business side, and their staff has 

the opportunity to see that all the time, as well as a social side.  Leaders should allow 

their staff to know that social or personal side of them as leaders. 

Furthermore, female educational leaders should know the people in their staff.  

Leaders should know their group as well as individual needs.  There are different ways to 

communicate with people and leaders must know how to communicate with each 
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individual to ensure that each person and situation is approached appropriately.  Leaders 

should know themselves and their own communication style to ensure success of their 

organization.  They must have awareness, not necessarily change one‟s self, but be aware 

of one‟s approach to ensure that the manner in which they embark upon a situation will 

produce positive results.   

Video Observation of Meeting 

Angelina chose not to participate in the video recording of a staff interview.   

Survey Findings 

Angelina answered eight out of thirteen questions with a yes indicating that she 

may have a communication style that is an atypical communication style for females.  

Therefore, Angelina was asked to participate in this study.  The results from that survey 

may be viewed in Appendix H.   

Findings 

1. In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or leadership? 

I think communication could certainly be part of it.  Whether it's you don‟t sell 

yourself, well enough in an interview or um, maybe people don‟t like that style.  

You never know.  Because sometimes, people want a certain way and you, I don‟t 

know.  You've done enough interviews where you understand, that sometimes the 

person leaves and you think, well they were too forward or sometimes, they 

weren't strong enough [I11L32p5]. 

 

2.  In what ways have educational female leaders with atypical communication 

styles been viewed differently from men or women with typical communication 

styles? 
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But it's like because we're women we're supposed to, I don‟t know.  It's like we're 

supposed to nurture people and I'm not their mother.  You know? I'm not 

supposed to nurture and I don‟t mean to be unkind.  Because of course, you know 

we have a teacher whose baby is sick and I am just like you do whatever you need 

to, we'll take care of this.  But, as far holding their hand, patting them along the 

way, but I still think that's what they want [I11L18p4]. 

 

Angelina further clarified that men with this style (dominant and direct) are 

viewed as normal and acceptable while women with this style are viewed in a 

more negative manner and labeled as not caring, too forward or at times a “bitch”. 

3. What do aspiring female leaders need to be aware of concerning communication 

if they seek career advancement opportunities? 

It‟s about knowing oneself!  Angelina believes that female educational leaders 

must build relationships and really work on the personal side of who they are in 

leadership.  She expressed that female leaders must allow their staff to see both sides of 

who they are in life.  Each female leader has a business side, and their staffs see that all 

the time.  Leaders must be willing to allow their staff to view their social side.   

Furthermore, female educational leaders should know the people on their staff, as 

well as the environments.  Leaders should know the group as well as individual.  There 

are different ways to communicate with people and leaders must know how to 

communicate with each individual to ensure that each person and situation is approach 

appropriately.  Leaders should know themselves and their own communication style to 

ensure the success of their organization.  They must have awareness of their approach 

and maneuver through situations for positive outcomes.  They do not necessarily change 

one‟s self, but be aware of their approach to ensure that the manner in which you embark 

upon a situation will produce positive results. 
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Chapter V 

Shannon’s Story 

Educational Background 

Shannon has been in education for 16 years.  She has spent five and a half of her 

16 years in administration and the last year and half as the principal and superintendent of 

a charter campus.  While she was previously employed in a large district she had support 

for special programs and departments, to being the one in charge of it all.  She no longer 

has the ability to “call downtown” for guidance.  She is the campus and “downtown”. 

Shannon moved into leadership as an extension of her love for teaching.  She 

originally never intended to leave the classroom but decided that she could take her love 

for teaching kids, to teaching educators.  At the urging of her one of her former 

principals, she entered the master‟s program at the local university and earned her 

educational leadership certificate.  She was a former ELA elementary teacher who made 

the move into leadership to affect change for kids and staff.  As a classroom teacher, she 

was successful in the classroom and wanted to bring that same love and success to the 

campus level.   

Shannon was instrumental in writing the charter for this campus and later decided 

to apply for the principal/superintendent position because she felt that she needed to be 

part of such a great opportunity.  When the charter was approved, she knew that she had 

to be a part of this great opportunity.  She applied for the position and was hired as the 

first principal/ superintendent of the school.  She not only runs the campus, she oversees 

all of the operations from special education and special programs to financial 

responsibilities.   
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Personal Approach to Communication in Leadership 

Shannon described herself as kind, but direct.  She believes that the truth is the 

only way to go and that is how relationships are built.  She alleged that the truth is the 

truth no matter where you stand, what the situations are at the moment.   

I shoot straight, I you know, that's just my personality.  I have found that, that 

works.  I don‟t know if it's my personality as much as it is, I have found that in, it 

just worked better for everybody if are just honest about things.  And for me, I am 

just truthful at the very beginning and it has saved me lots of trouble in the long 

run [I21L3p1]. 

 

Although Shannon‟s approach is direct and upfront, she builds a rapport with her 

staff and it has been pivotal to their success as a team.  She employs person-to-person 

contact and has determined that it is best especially in initial conversations. 

Communication and Leadership 

During teacher interactions, when Shannon realizes that one of her teacher‟s is 

struggling, she approaches the issue as an opportunity to brainstorm.  She works with the 

teacher to see, “How can WE fix this situation?”  She builds a strong sense of team 

through a “we” mentality rather than a you and me separately.  Shannon also asserts that 

building capacity in her staff is how they can be productive members of the team.  She 

further expressed to her team that it was not about getting it all right, but learning how to 

do it right.  S hannon relayed that she is not a “gotcha” leader, and will work with staff.  

On issues of concerning personnel, it is only when teachers have had the opportunity to 

learn the expectations and they are still not meeting those expectations that Shannon feels 

comfortable moving into a direct approach.  She is at ease being direct and assertive and 

has had no issue addressing concerns with staff.   

I just kinda put it out there instead of everybody avoiding the elephant in the 

room, let‟s talk about it.  And, uh, you know a lot of times I've found that they 
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just don‟t feel comfortable with it and it reveals that.  Um, I try not to make it an 

issue until it has to be an issue [I21L37p2]. 

 

Shannon further explained that allowing concerns, or personnel issues, large or 

small, to go untouched wreaks havoc for her in the long run.  Her experience and advice 

from other leaders has shown her that addressing issues before they become problems 

help to reduce the amount of time and energy diverted from students.  “It may not be 

anything bad.  It could be that a teacher is out of dress code, or little things that are just 

kinda annoyances to have to deal with” [I11L p].  Shannon is keenly aware that if you 

don't deal with the day to day issues that they may become large problems.   

Early on in her educational career, Shannon knew that communication was a 

pivotal part of leadership.  She learned quickly that just because she may not know what 

to say to a teacher or how to say something, she knew that she did not have the latitude to 

remain quiet. 

Challenges in Communication  

 Self-promoting was an issue for Shannon.  She was not comfortable boasting 

about her accomplishments or experience.  She clearly worked on a basis of proof, 

meaning that she wanted her work, ethics and leadership to speak for her.  When she has 

been in positions of self-promotion, she falls back on how she may have handled a 

situation to “prove” what she is saying is true, not just her own way of “tooting her own 

horn”.  She has also relied on those around her to speak on her behalf, and they gladly 

volunteer to do so.  Shannon has a strong base of people who surround her who are 

cheerleaders for their school and for her leadership.  She has empowered those around 

her to succeed. 
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Shannon felt that a weakness in her leadership was that sometimes she may not be 

the best listener.  S he‟s a self-proclaimed “fixer”.  She finds that it has been hard to listen 

without offering advice.  She wants to help them.  Shannon has realized that sometimes 

people just want a sounding board.  Therefore, she has found that it was hard to switch 

from “boss mode” to “friend mode”.   

Shannon also has struggled with talking very fast during staff development or 

meetings.  The more involved she has been with the topic, the more personal connections 

that she may have had, the faster she tends to speak.  She has realized that time is a 

valuable commodity and utilizes every second to guarantee that her message is clear and 

that all of the appropriate information is disseminated.  She begins meetings by giving 

her staff a “disclaimer” reminding them to slow her down if she is moving too quickly.  

She has been keenly aware of the shortcomings in her communication and continues to 

address those in advance.   

Gender Bias in Approach to Communication  

When dealing with other superintendents, Shannon has discovered that she is one 

of few ladies in a “boys‟ club”.  The men have not overtly done or said anything to her or 

the other women in the group that would be considered discriminating, but she feels 

secluded because of the sheer lack of women to relate to during the meetings.  The few 

ladies that are there tend to gravitate together and most of them have already forged 

working relationships, isolating her further.   

That's definitely a boys' club.  I don't mean it like they make me feel bad, there's 

just hardly any ladies.  There's just, it's very few and so, you know, you find that 

they tend to gravitate together.  Or the people, you know, they're, that's, it's not 

necessarily something that they look at and say oh my goodness.  Oh you can't do 

the job, it's just because there are so many men.  It's very; I don't want to say 
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uncomfortable, different.  You just, you know, very different type situation 

[I21L13p5]. 

 

She further clarified that walking into a crowded room of principals was different, 

even if there were more men.  She felt that way because she was new to the situation but 

was also aware that it may be due to the “glass ceiling” and that it was more acceptable 

for a woman to be in a principals‟ position in West Texas, rather than a superintendents‟ 

position.   

Awareness of Communication  

Shannon has been very aware of her communication style and could analyze and 

answer how her staff and supervisors would characterize her approach.  She believed that 

they knew she was “on their team” but that they definitely knew she was in charge.  

Shannon acknowledged that there is a fine line between a team leader and a dominate 

dictator.  She has approached this situation carefully.  Shannon understands that she must 

be able to lead with, not at her staff because a person cannot lead if no one is following. 

…to balance, of building a rapport but at the same time, being able to have to 

deliver, sometimes not always good news [I21L16p3]. 

 

In addition, she has a good working knowledge of how she has been viewed by 

her Board of Directors.  Shannon has watched their faces, and nonverbal cues, as well as 

listening to what they are saying.  She has been able to distinguish that her direct 

approach is not always what they want, but she knows that they must hear it in order to 

make well informed decisions.  Although she is direct, she believes that she has a “good 

handle” on things on how to do so with respect and “love”.   

Shannon continues to be aware of how her own verbal and nonverbal 

communication affects the people around her.  She understands that she may needs to 
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take more time, even a sentence or two more to build the relationship with those that she 

communicates with, rather than just “throwing it out there” because it needed to be said.  

As a woman, she has been able to forge relationships easier and that she takes those steps.   

Personal Strengths and Future Plans 

Shannon is a leader who has utilized both typically masculine and feminine 

approaches to communication.  She has carefully balanced her approach to achieve 

success and she has claimed that it is her “personality” that has allowed her move 

between the two modes dependent upon with whom and in what situations she‟s dealing 

with at the time.  I find this to be a strength that she has possessed and has allowed her to 

read which approach to communication she should employ in her leadership.   

You know, so that we can kinda get perspective.  And know kinda what's going 

on.  I don‟t know so much if that's part of my communication or if that's part of 

just learning to deal with people.  And I mean my mother, my goodness.  You 

meet my mother and she's like Ms.  Drips with Hospitality, (laugh) And so, it's 

not like you know, it's partially growing up the way that you do and some of that 

comes naturally [I21L44p6]. 

 

Shannon is a humble leader who struggled with speaking about herself in a 

positive manner, but did when prompted.  She stated that one of her personal strengths 

was one of kindness and truth.  She is a leader who has learned how to speak to her staff 

and move them forward, ultimately ensuring student success.  “I think I'm kind.  And, 

um, again I think one of my greatest strengths is that I'm going to speak the truth to you 

in love.  I'm not going to be mean” [I21L40p7].   

Shannon‟s future plans are to continue working with her charter school to ensure 

success for that organization.  She hopes to one day return to school herself and receive 

her doctoral degree in educational leadership because she eventually plans on moving 
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into teaching leaders as the next step in her journey of teaching.  She has found that her 

strength lies in teaching and she wants to continue this throughout the course of her 

career.   

Implications for Female Educational Leaders 

Shannon shared advice she received about leadership and the important 

implications it has for all leaders.   

But it was, you know, she said don‟t shy away from the hard things.  You know, 

just don‟t do it.  Just don't shy away from the hard things.  Um, she goes because 

the easy things are easy to deal with.  And so you just tell yourself, when it comes 

across and we usually already know, you don't have to give it a second glance.  

She goes, you already know in your mind, or in your heart, this is going to be a 

problem.  And she goes, just don‟t let that by.  You know, just don‟t shy away 

from it, hit it straight on.  And hit straight on doesn‟t mean, being unkind, or 

being mean, but don‟t let it sit, don't let it go without being addressed [I21L18p8]. 

 

According to Shannon, female educational leader must approach leadership issues 

with a firm, strong stance, but with support and integrity.  When situations or tough 

decisions are ignored, they don‟t dissipate, dissolve or disappear.  A leader needs to 

address problems or situation in a direct, concise and forthright manner but they must do 

so in a manner that does not humiliate or disparage others.   

Video Observation of Meeting 

Shannon was observed during a small special programs meeting consisting of two 

staff members.  She was reviewing information with her staff in reference to the end of 

the year procedures, programs and expectations.   

Shannon began the informal meeting with "anything going on that I need to know 

about?" [I24L p].  The staff members began to share various pieces of information and 

she would interject with short, quick interjections and asked various clarifying questions.  
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She would ask things such as, “tell me, explain to me...remember...” to elicit further 

responses.  She was quick and direct with her speech and questioning.   

Shannon was quick to provide positive affirmation as various opportunities arose 

within the conversation.  She relayed an interaction she had with perspective kindergarten 

parents that were impressed with the level and type of engagement the kindergarteners 

had with technology.  She stated that it was “like ripples in the water that carried on.  I 

was so impressed” [I24L p].  Throughout the course of the meeting, she continued to 

clarify why she provided affirmation to the staff members.   

As the meeting continued, Shannon provided justification for each action and 

request she had on how she expected things to be done and what she saw as an outcome.  

She continued to speak quickly, directly and to the point.  She utilized facial and body 

expression, as well as intonation and elevation of her voice to highlight important points.   

Shannon was organized and had talking points in her notes to ensure she 

discussed items that needed to be covered.  In addition, she was specific with how she 

wanted each activity to flow, and did not leave out even the smallest detail.  With each 

specificity came explanations and justifications.   

Survey 

Shannon answered seven out of thirteen questions with a yes indicating that she 

may have a communication style that is an atypical communication style for females.  

Therefore, Shannon was asked to participate in this study.  The results from that survey 

may be viewed in Appendix H.   
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Findings 

1. In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or 

leadership? 

Shannon‟s approach to communication has impacted her career, but she believed 

it to be a positive experience.  She felt comfortable dealing with difficult situations but 

believed that it was easier for her than for males.  As a female educator, she has had the 

ability to communicate with others in a manner that has allowed her to “tie it up and put it 

in a box”.  In other words, she has been able to remove the harsh undertones of the intent.   

As a whole, she has not encountered times in which her approach to 

communication has impacted her career advancement opportunities.  However, her 

approach to communication has affected leadership, in a positive manner.  She has 

learned that her approach is one that has shown her confidence and enthusiasm for what 

she is doing with teachers.  Ultimately, it has allowed her to move her organization 

forward ensuring student success.   

2.  In what ways have educational female leaders with atypical communication 

styles been viewed differently from men or women with typical 

communication styles? 

In the case of Shannon, and according to her experiences, she has encountered 

these times during her interactions with parents and during superintendents meetings.  

Shannon stated that the meetings were definitely “boys clubs”, but they were not rude, or 

disparaging.  She admitted that perhaps the way that she feels during the meetings may be 

due to her own state of mind or sensation of inadequacies or the missing presences of 
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other women rather than anything that they had done or said.  Overall, she has seem that 

being direct may not always be accepted coming from a female.   

I think communication from a female with a direct approach is not expected.  I 

think that I see the biggest differences in how people relate to what is being said.  

I think I get an emotional response from people much quicker than a man would.  

Being female, a direct approach is accepted differently.  But I have seen it valued 

much more deeply too.  I know most ladies have many words to say in a day.  But 

a direct approach requires using the most concise words to get the message across.  

This is the biggest difference in dealing with difficult situations [I24L1p1]. 

 

3. What do aspiring female leaders need to be aware of concerning 

communication if they seek career advancement opportunities? 

Shannon‟s advice to other female educational leaders with atypical 

communication styles was not to be afraid of who they are.  “But at the same time, it‟s 

important that female leaders “toggle” between the styles” [I24L3p1].  Shannon believed 

that her direct approach was an asset and one that female leaders should understand about 

themselves.  Female educational leaders must be able to read the situations and their 

people to make the best decisions for each opportunity in reference to their approach to 

communication.   

Female educational leaders with ACS.  should be careful not to “fly off the 

handle”.  Leaders should communicate what they know to ensure that they are not setting 

themselves or their organizations up for failure.  She further contends that female 

educational leaders with ACS must be careful and understand that being direct, does not 

mean being mean.  Knowing how to say something direct, is as important as making sure 

that it‟s said with respect.  Speaking the truth to others, to achieve a desired outcome for 

organizations is the ultimate goal of someone with a direct approach.  Directness for the 
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sake of being direct, is not what female leaders should aspire to, nor clings to the belief 

that it is ok because that is their style.   

Finally, Shannon surmised that they should equip the people around them and 

when speaking directly make certain that you are detailed and that they hear what you are 

saying.  Above all, female educational leaders should be good listeners.  Be careful that 

with a direct style you ensure that you lead so that others may follow.   
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Chapter VI 

Andrea’s Story 

Educational Background 

Andrea has been in education for a total of 34 years.  She has been in leadership 

positions in districts of varying sizes and in many different capacities.  She was an 

assistant principal for one year, a principal for twelve years and in central administration 

for six years.  She has twelve total years of leadership experience.  While at central 

administration, she has served four years as a director and for the past two years as has 

served as the Assistant Superintendent of Curriculum and Instruction.   

Andrea entered into leadership because of two principals who encouraged her to 

move forward.  They saw leadership qualities in her.  She respected those leaders and 

aspired to work with other leaders affecting great change and success for kids.  A change 

in her personal circumstances allowed her the opportunity to go back to school to earn 

her master‟s degree and mid-management certification.   

Personal Approach to Communication in Leadership 

Andrea proclaimed that she was a direct and upfront person.  She is known to say 

what is on her mind but does prefer to get input and feedback from others.  Because her 

approach to communication is direct, she has appreciated when others were direct and did 

not “beat around the bush” with her.  Although Andrea is upfront and direct, she has also 

tried not to offend or hurt others when they communicate.  She is direct and she has 

appreciated that use of directness with her.  Andrea does not like when people beat 

around the bush, therefore she does not employ this practice either.   
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Andrea has asserted that a leader must be one that openly communications the 

organizational plans and visions in a manner that elicits trust and dedication.  She has 

done this through open communication and most importantly listening to what people are 

saying.   

I kinda say what's on my mind.  But at the same time you try, you know, you're 

not leading if no one is following.  So you have to listen.  You have to listen; you 

have to get their input.  Really think about it and try to do that collaborative style 

as well.  So I kinda think it's a mix of.  But when it comes down to when a 

decision has to be made and there is no consensuses, then you know a leader can 

step forward and say, this is what we're going to, this is what we need to do 

[I31L3p2]. 

 

Communication and Leadership 

With a direct approach, she may say what is on her mind but she has realized that 

teamwork is a must.  Andrea recognizes and that leaders must prudently listen and use a 

collaborative approach to leadership.  They cannot lead if no one is following, requiring 

someone who can be direct, but also a leader who has a collaborative style.   

With collaboration and teamwork, Andrea was clear to note that consensus is a 

great ideal in which to strive.  However, when consensus is not possible, she has had to 

step forward and say that this is what we are going to do.  Andrea continues to believe 

that effective leaders must be able to move between the styles in order to achieve success 

for their organizations. 

And I think that we have to do that all the time.  And like I've said, we've started 

some initiatives here in the district and you know.  Like I've said, if you're not, if 

nobody's coming along with you then I don‟t' know that you can call that 

leadership.  It's kinda, a dictatorship.  So, at that point, you have to sell people, 

you have to sell people on what you think is right and why we're doing, what 

we're doing [I31L6p3]. 
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Andrea attested that leaders who read and continue to learn are establishing a 

basis for excellence in their district.  Through her reading she has become aware that 

“getting everyone on the bus” is important but sometimes leaders cannot wait for 

complete buy in.  Leaders grow themselves so that they can grow others. 

Andrea is a leader who will lay out each scenario or problem with great detail and 

has been told that she did not have to tell her audience everything.  She, however 

continues to believe differently.   

But I feel like the staff, the more they understand and know about the situation 

and about what you're facing and what you're dealing with from your perspective 

and from your chair, the more they understand the things that you do and the 

decision that you make.  So I think that I tend to just, I tend to put it out there for 

them and I don't necessarily want to protect them, I feel like they are professionals 

and they need to be aware and I just think it helps them accept it more 

[I31L17p6]. 

 

Challenges in Communication  

Andrea‟s challenges in communication resulted during times in which she had 

been working with teachers and staff who were set in their ways.  She realized that her 

direct approach was not necessarily the best way in which to address some individual.  

Andrea has continued to focus on how to communicate the urgency in addressing the 

state of academics on her campus without losing a personal “feel”.   

Andrea has seen success through the efforts of hard work in other districts, so she 

has struggled when the stakeholders within her current district do not want to push 

forward at the same rate.  They seem to be fine with the current status quo.  She has had 

to make efforts to watch how hard she was pushing her organization forward and to focus 

more on how to get the people within her organization to believe in her ideas if they were 
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to achieve success and the desired outcome of ultimately success for their students and 

stakeholders.  Therefore, Andrea emphasized that in order to achieve “buy in”,  

Yeah sometimes that direct will turn people off and so you have to kinda 

understand that in that situation and say, “I'm going to move back and just kinda, 

you know, find another way around it to get what we need” [I31L11p4]. 

 

Gender Bias in Approach to Communication  

Andrea has been aware of times in which she has perceived a “glass ceiling”.  In 

attending TASA meetings she has had to sit in a room full of West Texas Superintendents 

and approximately 90 are males.  She has found that a few of her female colleagues have 

become over dominant when they entered into administration because that was what they 

felt they had to do in order to be effective, but does not agree that was warranted.   

She has found in conversation that women are stereotyped as too emotional, but 

also finds that is not true.  Andrea does however; believe that women may actually be 

stronger than men in that they seem to handle stress and situations much better than their 

male counterparts who have fallen apart under the pressure.  She accepts as true that the 

males in the organization seem to be able to say or do things that were aggressive in 

nature and they were still accepted and not questioned. 

Andrea has felt the “sting” of gender bias within her career, but not necessarily 

directed at just her approach to communication.  She ascertained that it may have been 

geographically motivated, with a minority of the group being female.  She has felt as if 

she were not taken seriously when she has had to attend regional superintendent‟s 

meetings, in place of the superintendent in her district.  Furthermore, she also has heard 

from the board, in the district in which she is currently employed, that men are stronger 

superintendent and leaders.   



Texas Tech University, Tracy Lynn Taylor, August, 2012 

 

96 

 

Awareness of Communication  

Andrea is keenly aware of how she has been perceived in communication through 

both her supervisors and those that she has supervised.  She has had discussions with her 

supervisors who she stated also claims that she is direct in her approach to 

communication and that she should be careful and back off.  She has realized that she 

must know her staff so that she understands how she should proceed with those 

individuals.   

I think if you have teachers who are, or staff who are very sometimes, set in their 

ways and are knowledgeable, and that sort of thing, it's hard sometimes to come at 

them with a real direct.  You have to kinda know.  You have to know your staff 

just like you have to know your kids in your classroom.  There are some that you 

have to come on strong with and some you have to take them by the hand and 

encourage and say I'm here and we're going to do this together.  Some, that 

doesn't work, you just have to say, this is what you're going to do.  Others you try 

to work it out one way or another [I31L3p4]. 

 

Even after the initial interview situations which involved her approach to 

communication continued to reveal themselves to her.  She reflected on a situation about 

how she and her staff interacted with a special education student discipline matter.  

Because she is so aware of her direct and blunt style, she backed off of the situation and 

how she affirms that she should have taken a more aggressive stance.  She knew that she 

was asking hard and direct questions of her staff and she was not getting the answers she 

wanted from the conversation.  Andrea‟s employment of fierce conversations informed 

them that they had let the student down.  Andrea believed that she was direct, but fair and 

gentle as she could be in that situation and they needed to hear what she had to say. 
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Personal Strengths and Future Plans  

Andrea has great strength in her experience and knowledge of curriculum and 

instruction.  She also believed that she was a good “people person” with a direct 

approach.  She has recognized that about herself and asserts that being direct is definitely 

a strength. 

Andrea‟s jokingly referred to her future plans as consisting of moving into 

retirement.  However, she did hope to continue in her current position as Assistant 

Superintendent of Curriculum and Instruction because she has enjoyed working with staff 

development, research, and curriculum and instruction.  Eventually, she expressed that 

she would like to move into a larger district obtaining a higher salary but more 

importantly to be closer to family.  Overall, she was happy where she was currently 

employed.   

Implications for Female Educational Leaders 

Future female educational leaders must not only know their own style, but those 

of the people around them.  Andrea proclaimed that it was ok for leaders to be direct, but 

mean and cruel were different matters.  One must show discretion and sensibility when 

dealing with the people within their organizations.  Speaking to people with insensitivity 

is inexcusable.  Leaders should be direct when it is appropriate but they should always be 

fair.  Andrea wanted leaders to understand that when they are not fair their direct style 

becomes a catalyst for problems and begin to shut down when they are viewed 

negatively.  These views could include being known as a “bitch”. 
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Video Observation of Meeting 

Andrea held a staff meeting to review STAAR and TAKS testing procedures and 

training.  She opened the meeting with appropriate handouts to support her objective the 

meeting and made announcements to assist staff in finding the appropriate hand outs and 

chairs.  Staff members signed in and quickly made their way to their seats.   

Andrea verbalized objectives and she was clear with why they were meeting and 

validated the importance of such training.  She notified the staff that she would honor 

their time and they would be released at 4:15.  At this point, she began to move through 

the PowerPoint presentation and described the specific aspects of the testing environment 

and expected outcomes and procedures. 

Andrea was direct in her approach to the meeting supported a direct approach.  

Her speech was clear, strong and loud so that all participants could easily hear her.  As 

she presented, she utilized techniques of slowing her speech, raising her tone and level to 

highlight specific and important points.  While she presented, she made statements such 

as, “you are not required to…but I strongly encourage you to do so” [I22L p].  She spent 

a large amount of time carefully explaining why she expected rules and procedures to be 

followed as well as providing examples and justifications to support her points. 

Andrea was well organized and carefully planned out in her presentation to the 

staff.  She was straightforward and specific with her expectations without being 

dictatorial.  Andrea also utilized her hands, body, and facial expression to further support 

important points in the presentation.  Such as, pointing out, pointing fingers into hands, 

movement of hands up and down with syllabication of words, raised eyebrows, and 

movement from side to side and around.   
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Survey  

Andrea answered nine out of thirteen questions with a yes indicating that she may 

have a communication style that is an atypical communication style for females.  

Therefore, Andrea was asked to participate in this study.  The results from that survey 

may be viewed in Appendix H.   

Findings 

Through Andrea‟s career she has focused on how she could implement effective 

change for students, she has been extremely aware of how her communication has 

impacted her ability to lead.   

I think that I‟ve seen that in, in the 19 years that I've been in a role, in a leadership 

role, I've seen situations where I just knew the direct style was going to push 

people maybe too far over the edge.  But I've also had, and we talk about this a 

lot…I um we have some pretty frank conversations in those meetings about how 

hard do we push and where do we compromise and those kinds of things.  

[I31L19p4]. 

 

1. In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or leadership? 

Through the interviews and observations with Andrea, it was clear that she 

believed that her approach to communication has been both an asset and an issue.  

Because she is female, she is able to relate to, and is taken genuinely when she shows 

compassion and empathy.  At the same time, she has been able to be blunt and say what 

needs to be said in order to move her organization forward.  Her direct approach to 

communication has resulted in authentic “buy in” from the constituents within the 

organization.  She has learned when, where and how to present information to ensure 

success! 
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Her direct approach has also caused concerns with pushing staff too hard when 

they did not want to move for change that would positively impacts students.  She has 

had to listen to others and especially her superintendent which she has a great relationship 

with whom balances her approach with a more laid back style. 

2. In what ways have educational female leaders with atypical communication styles 

been viewed differently from men or women with typical communication styles? 

In the area in which Andrea leads, she knows that she cannot say some of the 

things that the males in her organization can.   

Women in similar roles tend to be more direct like me - or that is what I have 

experienced.  However, there have been a few women who are less direct.  People 

often see them as unsure of themselves and lacking control.  I don't think that is 

the case yet that is how they have been viewed.  It appears that in order to be 

taken seriously, women in leadership roles have to portray a certain toughness 

that men don't.  Men are often given respect or are taken seriously based solely on 

the position they hold - and not on their particular behaviors [I34L6p1]. 

 

3. What do aspiring female leaders need to be aware of concerning communication 

if they seek career advancement opportunities? 

Andrea asserts that female leaders with atypical styles must first know that about 

themselves.  Then, they must know the individuals within their organization to ensure 

that the approaches taken with that employee will illicit success.  It is not about being 

direct to be direct and everyone else has to deal with it, it is about doing and approaching 

communication in a manner that will not offend, disparage or insult those around you.  

Female educational leaders with direct approaches should know which people within 

their organization can “handle” the manner in which leaders approach discourse and 

which constituents need leaders to “hold their hand”.  Furthermore, leaders must know 
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the situations in which you become involved and how to maneuver to ensure 

organizational success.  Female leaders must read the environment to determine the right 

approach.  Overall, Andrea has proclaimed that leaders must be able to know the people 

and the environment.  Leaders must not stay in direct, blunt approaches all of the time.  

Successful leadership requires vacillating between the various approaches to achieve 

ultimate success. 
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Chapter VII 

Vivian’s Story 

Educational Background 

Vivian has been in education for 25 years, spending five of those years in 

leadership.  While she was in the classroom she taught 7
th

-12
th

 grade.  She decided to 

move into leadership because she loved her role on the campus and felt that as an 

administrator she could work with teachers.  She has been in her current position as a 

secondary principal for one and a half years.   

Vivian moved into leadership because her role as a teacher and leader had become 

something she wanted to expand.  While in the classroom, she had increased 

responsibilities in working with staff and she decided that she wanted work more with 

teachers.   

At that point I wanted to make the transition from working with students because 

I had already started doing that somewhat unofficially and officially.  And then I 

just figured that I needed to be doing that with teachers [I41L11p1]. 

 

Personal Approach to Communication in Leadership 

Vivian believed that she has been a very open person and a good listener.  She 

had been direct in telling people what it is that she wanted, but often times it was open 

ended, very open ended.  She has allowed “open endedness” because she wanted the 

decisions they made to be their own, not hers.  Vivian continued to claim to be direct, not 

directive! 

I tell people what I want but it's open ended usually.  It's very open ended.  So 

that, I want their decisions to be made that what they do is theirs not mine.  I‟m 

not real directive [I41L17p1]. 
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Communication and Leadership 

In larger group settings, Vivian does take charge of the situations.  She has led in 

a manner that is very much about “here is the data shows and here is what we need to do, 

but how are we going to get there?” 

… I know that directives, they won't follow through.  They won't follow through, 

until they take ownership of it.  So I am very careful about getting them to come 

to the conclusions themselves instead of me coming to the conclusion for them 

[I41L6p2]. 

 

Vivian leads by example and does not ask her staff to do things that she is not 

willing to do herself.  She is specific with her expectations and some of her non-

negotiable such as: greeting kids at the door, being on time, putting a lesson frame on the 

board, calling parents when kids are failing and emailing parents weekly.  Vivian does 

not see these as directives because she does not see them as choices.  She asserts that 

these are just good practices that foster teamwork and a shared vision.  Vivian has stated 

that in this sense, she can be directive but in dealing with people in other ways, she is not 

directive.   

Challenges in Communication  

The challenges that Vivian has faced are in how her central administrative staff 

view her communication and leadership style.  She stated that she has felt that her 

approach in communication has definitely impacted her leadership.  She was told that her 

approach insulted people and supervisors because she had asked too many questions and 

that her body language shared discontent.  This revelation has been shocking to her 

because in previous leadership roles, she was praised for her nurturing and positive 

manner.  She was unsure why there was such a stark difference in the perceptions her 

former district has of her and the one‟s her current district held. 
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One of the other challenges that Vivian faced as a direct communicator was that 

she struggled with understanding why her current district did not see leadership in the 

same light that she viewed the endeavor.  She believed that administrators should be 

servant leaders who focused on how to help the team and the community and saw her 

direct approach supported this philosophy.  However, this has put her in direct conflict 

with the central administrative staff.  She believes that they are the ones who are in fact 

dictatorial rather than collaborative and servant leaders, because they tended to direct and 

tell, rather than collaborate and take partnership and ownership in the process of moving 

her campus forward. 

Gender Bias in Approach to Communication  

Vivian has been well aware of what she perceived as gender bias in her approach 

to communication.   

It has been told to me by DC's that they think that if I was a man, if I had done 

those changes it would have been accepted.  That it is because I am a women, 

when I‟ve said you need to be to work on time, they don't, people resist it saying 

I‟m not going to do it [I41L32p3]. 

 

Being the first female principal on the campus has been a more difficult that 

Vivian had originally thought.  Many staff members would claim to “be on board” only 

to turn and do the opposite.  The previous leader was considered very successful, but she 

asserts that he was very dictatorial.  He told them how it was going to be with no room 

for discussion, and it was ok and accepted.  Now that she has been there, she has found 

that there is a double standard.  Although she has stated she was not dictatorial, she has 

been chastised for the same characteristics in which the former leader received accolades. 

Yeah, in fact one of my DC's made the comment, yeah if you were a man you 

would be considered a great leader, but because you're a woman you‟re 
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considered a bitch.  I said yeah, I have heard that before [I41L33p4]. 

 

Vivian‟s trouble with gender bias communication has been at the “hands” of 

females rather than her male counterparts or supervisors.  She became further aware of 

the gender bias in her communication when she was called in for an individual meeting 

with a female supervisor and told that she was outspoken and was told that men in the 

district did not like that.  She was also warned to be careful with her body language and 

asking too many questions.  Furthermore, she was directed to become plain and meek in 

her approach.  None of her male counterparts who were just as quizzical or direct were 

invited in for the same meeting.   

As a result, Vivian no longer asked questions in large groups that needed to be 

asked.  She wrote the questions down and handed them or texted them to her male 

colleagues to ask.  The irony Vivian was in the situation was that they were praised for 

asking great questions.  The only questions she would ask were clarifying questions and 

even that has seemed to be an issue.   

Awareness of Communication  

Vivian is well aware of her approach to communication, but has questioned how 

much she understands of it under her current supervisors.  She believed that her staff 

found her open but that her district supervisors have shared that she was opinionated and 

directive.  She does believe that her approach was very matter-of-fact but not directive 

and she is aware that the perception that others may have of her style, simply because she 

is upfront and honest and does not reflect her as a whole leader.   

She remains aware of misperceptions about her and her leadership based on her 

communication.  She is careful to watch what, how and when she says something. 
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I‟ve always been so outspoken in the past, and I‟ve worked on making sure that 

I‟m not that bossy or that I‟m not that directive.  You have to be real careful with 

your tone of voice.  I mean that's something that I‟ve worked on for years 

[I41L36p4]. 

 

Vivian has learned that although she sees herself as an open person and that 

sometimes perhaps she should keep some thoughts or to herself.  She understands that not 

all people want to know every last detail and sometimes they just want to know that 

things are fine.   

Personal Strengths and Future Plans 

Vivian believed that communication had been one of her strengths until this 

recent encounter.  She has been chastised for it, so now she has begun to even question if 

her approach to communication continues to be one of her strengths.  At this point, she 

had not, that she is aware of, encountered any advancement barriers.  Vivian has a good 

rapport with her staff and continues to leads with integrity and a high sense of ethics to 

ensure student success. 

Although Vivian had not encountered any type of advancement barriers in the 

past because of her approach to communication she does acknowledge that it may be an 

issue for her in the future in this district.  She further explained that although she had 

previously entertained ideas about moving into central administration and working with 

teachers and leaders on how to improve the education for children, she is no longer 

certain if that is a goal with the current administrative staff.   

I‟m in transition right now and I‟m wondering if.  I love being a principal, and I 

love seeing the changes and the challenges that lie ahead.  So right now I would 

say that I‟m looking at staying as a principal for a while.  Now that I‟ve got closer 

to that down town, I don‟t know if that‟s what I want to do and maybe that‟s sad.  

That's sad because you stop teaching because you're like; ok I want to affect 

teachers.  I want to work with teachers, ok now I want to work with leaders and 

you want to work with those leaders.  But you usually, you want to be a principal 
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because I had some very good principals and not so very good principals.  And I 

felt like I had that balance of saying I know what to do and I know what not to do 

and I have to try to figure out how I can best do that right thing.  Right now I‟m 

struggling with finding both of those perspectives in this district.  I know what not 

to do.  I‟m not sure I‟ve been given a real good example of what to do and even 

coming from my other district I would question whether I had been given an 

example of that strong leadership, positive leadership, a positive leadership at that 

higher level [I41l4p4]. 

 

Implications for Female Educational Leaders 

Vivian believed that female educational leaders with direct or dominant 

personalities should sit back and watch.  Leaders with ACS need to be aware of what has 

been going on around them and in their organizations.  They should not change who they 

are but watch and see which leaders have the “power” and what “power” they have.  

Vivian further attends that some leaders in higher positions or society in general do not 

understand females with ACS or they may take their direct communication style as a 

weakness.  Current female leaders should learn when to be subtle and when to move 

forward.  They should watch their superiors to figure out their insecurities because if a 

female leader with ACS engages them on one of their insecurities; it could possibly come 

back on them in a negative manner.   

Vivian also stated that female educational leaders with ACS should use this style 

as strength and empower those around them.  She further supported the need for leaders 

to step back, empower those around them and to take the “limelight” off of themselves.  

When leaders empower those around them, they change the perceptions that others may 

have of them and they may reflect more of their true character.  She affirmed that leaders 

must utilize their staff to work on those things that need to be done immediately.  She 

stated that leaders must make those around them “rock stars”.   
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Video Observation of Meeting 

During Vivian‟s faculty meeting, she reviewed expectations for the upcoming 

STAAR and the implications for seventh, eighth and ninth grade teachers and students.  

Vivian greeted her faculty quickly and got “right to business.”  She did not spend much 

time “small talk” and she spoke with confidence.  She stood at the front of the group 

which commanded their attention and she carefully laid out the protocols that she and her 

team had developed for testing.  Vivian utilized a visual representation of her agenda on 

an overhead screen and moved through each item adding clarifying statements, 

rephrasing or rewording items that she noted were important. 

Vivian‟s speech was clear, direct and fast.  When she wanted to draw emphasis on 

items, she slowed her speech, raised the level of her voice and her tone became more 

stern.  She did pause intermittently would and asked if there were any questions.   

While speaking, Vivian also utilized her body and hands to add importance to 

what she was relaying to her staff.  There was no doubt when you walked into the room 

that she was the person in charge.  She has a commanding presence and there was little to 

no side talk while she presented.  She clearly articulated she expected and she asked if 

there were any questions, items that needed to be clarified or suggestions that the staff 

could provide.   

Survey  

Vivian answered eleven out of thirteen questions with a yes indicating that she 

may have a communication style that is an atypical communication style for females.  

Therefore, Vivian was asked to participate in this study.  The results from that survey 

may be viewed in Appendix H.   
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Findings 

1. In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or leadership? 

Vivian firmly believed that her direct style has impacted her leadership and 

advancement opportunities in her current district.  She does note that her leadership 

advancement opportunities had not been affected in districts in which she had been 

employed in the past.  She is careful with her approach to communication in all situations 

and in her decision to work with them.  She continues to be mindful about what and how 

she shares information or asks questions in private or public forums.   

2. In what ways have educational female leaders with atypical communication styles 

been viewed differently from men or women with typical communication styles? 

Through the process of the interviews and in clarification of this question, Vivian 

conveyed that her male counterparts,  

…would be considered competent, confident and non-nonsense, whereas I believe 

I am viewed at being arrogant, outspoken, and insensitive.  Men who are like me 

tend to not have their authority questioned whereas women like me are often 

challenged by their insubordinates.  The other women in my organization that do 

not have my characteristics or personality are considered good followers who 

accomplish goals without bringing attention to themselves and are more likely to 

be promoted because they do not question the processes required they just do 

them, whether they believe in them or not [I44L1p1]. 

 

3. What do aspiring female leaders need to be aware of concerning communication 

if they seek career advancement opportunities? 

Female leaders must know themselves before they can know others.  They must 

be able to able to ascertain when to speak, when to listen and when to mold their style to 
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attain a desired outcome.  Vivian believes that female educational leaders with direct or 

dominant personalities should first sit back and watch them before saying to making any 

moves.  Vivian stated that they need to be aware of what may be going on around them 

and in their organizations.  Female leaders with ACS should not change who they are but 

watch and see which leaders have the “power” and what “power” they have.  Some 

leaders in higher positions do not understand a direct approach and they may take a direct 

communication style as a weakness.  Leaders should learn when to be subtle and when to 

ask questions or provide input.  They should watch their superiors to ensure that they do 

not engage them on one of their insecurities because it could possibly come back on them 

in a negative manner.   

Furthermore, female educational leaders with ACS should use this style as 

strength and empower those around them.  Vivian further supported the need for leaders 

to step back, empower those around them.  Leaders should take the “limelight” off of 

them and empower those around them to help facilitate new and better changes for their 

organizations, ultimately resulting in a clearer perception of who they are as leaders.  

Vivian affirms that leaders must utilize the people in their organizations to work on those 

things that need to be done immediately.  Make those around the leader “rock stars”. 
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Chapter VIII 

Emma’s Story 

Educational Background 

Emma has been in education for 18 years with 12 years devoted to leadership.  

She has been with her current district about 13 years and she is a dedicated educator who 

has enjoyed teaching students, teachers and other leaders. 

 During her first three years of teaching, she worked with and for strong female 

educational leaders.  It was then that she decided then that she would go back to school 

and earn a master‟s degree in leadership.   

When I taught in “a small town” I was at the middle school there.  My first year 

and my second year, which was my second and third year of teaching, I had a 

really strong female principal.  And I thought, "Ya know, I might want to do that” 

[I51L11p1]. 

 

Emma‟s current role is one as a high school principal in a large district in Region 

18.  She has loved working on her campus and continues to strive to find ways to 

improve learning for all of her staff and students.   

Personal Approach to Communication in Leadership 

Emma has described herself as adaptable.  She has adapted her approach in 

communication to the situation and to the stakeholders.  She has a background in 

communication and developed this stance through reading and learning as well as 

through her experiences.   

I've always felt like, you know, as far as trying to get people to do what 

you want them to do, you lead them there versus tell them.  Then the ones 

that still won't come along, you end up telling, “This is how we're going to 

do it here”.  But I've always tried to take the approach too, if I can get 

them to buy into this and do what we need to do, it's much easier than just 

demanding that they do what we need [I51L44p2]. 

 



Texas Tech University, Tracy Lynn Taylor, August, 2012 

 

112 

 

Emma described her rapport with her staff as great.  She has had to ensure that 

she communicates with them and “keeps them in the loop”, but she is careful not to 

overload them with extraneous information that may not impact their ability to 

adequately do their jobs.   

Emma explained that she could be very direct when she needed to be but knew 

how to communicate with her constituents on a day to day basis and show empathy as 

appropriate.  When she enters into situations in which she will be presenting or speaking 

to stakeholders, she takes steps to ensure that she is prepared with all of the necessary 

information.  She has described her meetings as fluid, very organized and very to the 

point.  She has also tried to make it fun because she has felt that often times in education 

everyone is so stressed and not sure if they want to continue.  Emma believes that by 

lightening up the mood, she can bring a small amount of relief and build a strong working 

relationship.  Her direct and supportive approach has allowed her to build this 

relationship. 

Emma is extremely aware of her own approach to communication and describes 

her style as situational and adaptable.  She shared a story of a teacher who had gotten into 

trouble on his personal time and had already taken steps to address and correct the 

situation.  She did not have to be as direct and “blunt” with this person because the issue 

was already addressed and the next steps were already in action.  She also conveyed an 

incident where she was extremely direct and “blunt” with a teacher because they were not 

self-correcting and the employee had been at the point of insubordination with her other 

campus administrators. 

You know the ones that you have to be very blunt with them, very direct for them 

to really understand what you expect.  And I can do that when I need to.  Um, but 
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I try to just adjust to what they you know where they are coming from 

[I51L14p9]. 

 

Communication and Leadership 

Emma makes certain that she is accessible to the people within her organization 

and continues to communicate high expectations within her organization and for student 

success.  She involves everyone knows what is going on because it reduces stress and 

keeps lines of communication open.  Emma expressed that she does try to keep her staff 

completely abreast of new and developing pivotal information but she does not tell them 

every little thing that circulates through the district.  She has found that in leadership, 

leaders must communicate those things that will make a different in and for the 

organizations, not every detail that comes down the pike.  Leaders must be careful not to 

relay information that is hearsay or only going to insight stress and discomfort without 

positive implications or no impact.   

You know, she said that "you're very good about letting us know that this is 

coming or this was discussed so be prepared for this at your next meeting." I try to 

do that.  Now, I learned the first year, as being a principal, that a lot of meetings I 

would go to at the district level, a lot of things get discussed but never come to 

fruition.  And so, I learned don't go back and share everything that's coming down 

the pike because sometimes it never comes down the pike and you just get people 

a little excited.  So I remember in my third year in jr.  high, our SS chairperson 

came to me and said thank you.  And I knew that I hadn't done anything that I 

knew she was thanking me about.  I said, "What are you talking about?" She said, 

“We went to the department meeting yesterday with all of the department heads 

and she said you would have thought that the world was coming to an end.  

Everyone was all doom and gloom about this is gonna happen”.  It was about 8 

years ago when we were having some budget issues like we are now.  They were 

talking about how the schools may have to close and the district may not be able 

to function and I said well, I tried to only share with you only what I think will 

actually happen, not what people discuss that may or may not happen [I51L27p3]. 

 

Emma‟s approaches to communication in her leadership have allowed for her 

adapt to the various situations and become flexible in how she has addressed certain 
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issues.  She has learned over the years and through her own study, that just because she 

may be direct, that approach was not always the right one for every situation.  She has 

learned that she has had to approach situations with different styles if she was going to be 

successful in trying to accomplish goals in her organization.   

Awareness of Communication  

Emma has been keenly aware that with a direct approach some things that she 

may say need to be tempered and that she should offer solutions if she presents issues.  

Too often female educational leaders who have direct approaches to offering their 

opinions or concerns become known as a “complainer” or “troublemaker”.  Therefore, 

she has worked to ensure that with every issue or problem that she sheds light on, she 

also offers up a possible solution to ensure that she is part of the team and not part of the 

problem.   

Challenges and Gender Bias in Communication  

Emma described the challenges that she has had in communication as minimal 

when it involved those that she worked closely with on campus.  However, she has 

allowed her frustration with organizational dysfunction to be seen by her close staff only.  

She has stated that her assistant principal and her secretary tend to be the individuals who 

see the communicational approaches that are not always effective.  She has admitted that 

sometimes they are the ones who see the “worst side” of her when she is sharp or quick to 

respond or react to something.   

 Like Vivian, Emma‟s trouble with gender bias communication has been at the 

“hands” of females within the organization rather than male counterparts.  She has 

speculated on this relationship and has felt that it may be due to issues of feeling 
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intimidated by Emma or in hearing her thoughts or ideas since she is a confident and 

direct female educational leader. 

To be honest, the times I've had the most trouble communicating with other 

people; it's been with other females.  You know, the example I gave a minute ago, 

when you're in a meeting and everyone is, you know, talking about something that 

needs to be addressed and it's very clear that that supervisor really doesn't want to 

hear about it.  They really, just be quiet and do your job kind of thing [I51L4p6]. 

 

She further explained that she and her male counterparts joke about how her 

supervisor did not want to hear anything from her and that at times she has had to “pass” 

questions to them to ask in open forums.  Emma explained that they “tag teamed” taking 

the lead on certain issues to avoid undue focus on her rather than the issue at hand.  

Furthermore, Emma stated that she can ask a question of the supervisor and the situation 

may turn contentious, while they ask a similar question and they evoke a different 

response.   

Personal Strengths and Future Plans 

Emma‟s strengths including being able to “read” a situation, the stakeholders or 

supervisors within her organization and making a decision on what would be the best 

approach in communication.  She has included the people within her organization in the 

decision making process and she continues to build off their strengths.  Emma empowers 

her staff to be experts and leaders.  She has prided herself on hiring outstanding personnel 

and then trusts them and their ability to ensure greatness for their organization.  She does 

what is best for her teachers and supports so that there is not undue strife or struggles.   

She is also extremely organized and reflective in her leadership.  Emma is a 

confident and driven leader, who leads by example.  “I lead like to try to lead through 
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what I do.  You know I can‟t expect other people to do more than I‟m willing to do” 

[I52L3p1].  She has hired really good people and she “lets them do their job”.   

Emma is currently working on her doctorate and would like to be assistant 

superintendent or superintendent if the right position became available, however; her 

family ties to Region 18 keep her from looking too far out of the region.  One day, she 

also aspires to work at the university level and teach leadership courses.  She wants to 

inspire other leaders and provide them with a strong framework in which to build a 

successful career.  She is happy where she is currently serving and wants to stay in 

whatever position she has now, as long as she is a benefit to the organization.  She 

continues to be a leader who wants to affect positive change for those within the 

organization and work as long as that is possible.   

Implications for Female Educational Leaders 

Emma believes that future female educational leaders with ACS must be 

reflective.  Leaders must be able to reflect on how they have handled situations and how 

they lead and then learn how to improve.  She asserts that that each situation and issue is 

a learning opportunity and good leadership is not male or female, but rather doing the 

right thing.   

Leaders must know who they are before they can recognize the talents or others.  

Emma asserted that by knowing one‟s self, a leader may draw on those strengths to better 

address and communicate with the stakeholders within their organizations.  As a direct 

communicator, leaders need to recognize that so that they do not offend others or present 

a perception that may not be true.  By doing this a leader can build a relationship on trust.  
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Leaders should not change who they are but change their approach to communication to 

match the situation and the people, but doing so in an upfront and honest manner.   

Video Observation of Meeting   

Emma promptly started the monthly Instructional Focus Meeting at 8:00.  When 

the staff members arrived into the library they found that each table held a number and 

each seat had a stack of hole punched handouts, in various colors.  Emma thanked her 

staff for coming and being on time.  She then quickly began to share "housekeeping 

items" and announcements.  She utilized an overhead projector and PowerPoint to 

support her handouts and to allow for clarification of her expectations.   

She spoke quickly and with confidence as she delivered the information.  The 

staff did not wait for her prompt then to ask for questions, but freely interjected 

throughout the course of the meeting.  Emma utilized her leadership to assist in finding 

clarification for the questions and concerns that were raised.  She stood near the front of 

room (for videoing purposes) but noted that she usually moved around the environment.   

Emma was very expressive with both her verbal and nonverbal behaviors.  She 

fluidly moved between each component on the agenda and interjected funny remarks 

throughout the meeting.  When she made statements of importance she utilized hand and 

body gestures, slowed her speech, as well as utilizing inflections in tone and volume to 

support the significance.   

The organization of the room helped to facilitate a greater flow of ideas.  She 

ensured that every aspect of the meeting met her expectations and that she was not 

“wasting anyone‟s time”.  Emma had various instructional teacher leaders available to 
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assist in “hands-on” activities and turned the meeting over to teacher leaders to support 

learning.   

Survey  

Emma answered 10 out of 13 questions with a yes indicating that she may have a 

communication style that is an atypical communication style for females.  Therefore, 

Emma was asked to participate in this study.  The results from that survey may be viewed 

in Appendix H.   

Findings 

1. In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or leadership? 

Emma had not noted any adverse reactions to career advancement opportunities 

that but shared that her ACS had impacted her leadership by the perceptions of female 

leaders in higher supervisory positions.  She described encounters where something that 

she has said in a meeting, phone conversation or even emails that were then relayed to 

her immediate supervisor and she was “slapped on the hand”.  Emma concluded that 

often times that the female central administrative leader did not approach her perhaps due 

to issues of perceived intimidation but that she met with her direct supervisors over the 

issues.  Therefore, Emma continues to be very careful not to “push it” during meetings 

and utilized cohorts in which she could slide notes or text a question to ask in a public 

forum.  Overall, Emma clearly kept her approach to communication at the forefront of 

her thought process and assessed each situation to develop the best approach.  Emma 

definitely altered her leadership because of her direct approach to communication so that 

she could ensure success for her campus. 
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2. In what ways have educational female leaders with atypical communication styles 

been viewed differently from men or women with typical communication styles?  

In the case of Emma, it has led to misalignment of perceptions.  At times it 

resulted in some people taking things she may have said the wrong way.  From this she 

has realized that she must find alternate ways to ask questions or get guidance if her 

campus is to get what they needed from district personnel.  She realized that her male 

counterparts are viewed differently when they ask the same questions, but she does not 

dwell on this inequality, she has become resourceful and adaptable in light of the 

situations in which she has been placed. 

3. What do aspiring female leaders need to be aware of concerning communication 

if they seek career advancement opportunities? 

Emma believed that future female educational leaders with ACS must be 

reflective.  Leaders must be able to reflect not only on how they have handled situations, 

but also the organization in which they lead and learn how to improve.  Each situation 

and issue is a learning opportunity and good leadership is not male or female, but rather 

doing the right thing.   

Leaders must know who they are before they can recognize the talents in others.  

Emma asserted that by knowing one‟s self, a leader may draw on those strengths to better 

address and communicate with the stakeholders within their organizations.  As a direct 

communicator, leaders need to recognize that so that perhaps they do not offend or 

present a perception that may not be true.  By doing this a leader can build a relationship 

on trust.  Emma believes that leaders should not change who they are but they should 
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change their approach to match the situation and the people in a manner that is upfront 

and honest.  Leaders with ACS must be adaptable. 
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Chapter IX 

Suzy’s Story 

Educational Background 

Suzy has been in education for 17 years and in leadership a total of seven years.  

She has been in her current position as elementary principal in a small district for one 

year.  She has been a principal on a PK-12 campus in East Texas, as well as an 

elementary principal in West Texas outside of Region 18. 

Suzy originally got into administration at the prompting of a friend who was a 

principal at a middle school and was going to have an assistant principal‟s positive 

available in a couple of years.  Therefore, she encouraged Suzy to get her master‟s degree 

in educational leadership because she felt that she would be a great administrator.  “And I 

respected her, she was a mentor of mine, so she talked me into it and I haven't looked 

back since” [I61L22p1]. 

Personal Approach to Communication in Leadership 

In approaching communication, Suzy attempted to ensure that she was positive 

and efficient.  She did not prefer to “drag things out” and she described herself as direct 

and to the point.   

I think most people appreciate it when I'm straight forward with them and let 

them know that, because I'm that way.  I want to be told directly, look you messed 

this up and we need to fix this.  I don't like things to be sugar coated.  If I have 

done something wrong, tell me and let's fix it.  That's kinda how I try to be with 

my staff [I61L15p4]. 

 

She has been collaborative with the stakeholders within her organization because 

she believes that she gets input from everyone.  She especially wanted input from her 

team when she was making decisions that affected those around her.  Suzy wanted all 
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decisions to come from the organization as a whole, not just her.  Through this approach, 

she believes that she has safeguarded against the perception of ruling by dictatorship.   

Suzy utilized face-to-face techniques for important communication because she 

felt that it allowed her staff to have access to her and speak to her in a manner that was 

easy and open.  She employed email at least once a week to easily disseminate 

information and to keep all stakeholders “on the same page”.   

Communication and Leadership 

Communication has always on the forefront of Suzy‟s mind as one of the most 

important aspects of her leadership.  “So, I think that it's always on my mind.  How am I 

going to communicate this to them? How am I going to break this to them?” [I61L26p4].  

She asserted that leaders must make all decisions based on what is best for her kids and 

staff.  The only way to ensure that occurs, Suzy believes, would be through effectively 

communicating with staff and stakeholders.   

In communicating her expectations, goals and direction, Suzy did so with 

integrity and in an empathetic and honest manner.  Her first expectation was to follow all 

rules and policies but to be empathetic to all situations that may be occurring on the 

campus in an honest manner.  She conveyed that leaders must be willing to put 

themselves “out there” for their kids and staff and to clearly express the direction they 

must travel. 

Challenges in Communication  

Suzy‟s first challenge came when she was in the position as principal of a PK-12 

campus.  She was just learning the importance of approaches to communication and 

found out quickly that working in a “teeny tiny” community had many political 
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challenges.  She was not clear with her counselor about the importance of “weighting 

classes” and class rank which developed some negative consequences.  She failed to 

clearly communicate her expectations to everyone involved resulting in problems for the 

campus and ultimately her.  Suzy realized that the manner in which she communicated 

was also something that could cause concern or breed success.  Her direct style coupled 

with not clearly articulating her expectations did not serve her well in this situation. 

Gender Bias in Approach to Communication  

Suzy has not seen blatant examples of gender bias, but in our conversation it 

became clear that her current position was surrounded with “how a female leader” and 

most importantly their former female leader communicated and how she should 

communicate.  It was clear that the people in her small community were not accustomed 

to hearing such a direct approach coming from a female.   

Another issue she faces was in her interactions and encountered she experienced 

with her superintendent in the small town.  The current superintendent was accustomed to 

knowing everything that occurred on the campus and had everything approved through 

him or before it occurred.  Suzy acknowledged that, “He would probably say that I lack a 

little bit in communication” [I61L13p5].  The issues that he had raised with Suzy have 

surrounded her communication, or what he considered “lack thereof”.   

Awareness of Communication  

Suzy has been aware that communication has been something in which she 

continues to focuses on carefully.  In her first year at her current campus, she knows that 

her approach to communication continues to be much different than the previous 

administrator‟s style.  She knows the people within her organization are adjusting to the 



Texas Tech University, Tracy Lynn Taylor, August, 2012 

 

124 

 

difference and she was cognizant of how she approached tasks, issues and initiatives as to 

not overload them.   

Suzy tried to ensure that she understood and thought about how she was going to 

present information before she actually presented it to her staff.   

I do try and work on my delivery and plan ahead.  Even when I present to the 

board, I try to plan ahead so that I know my delivery will be how I want it to be.  

How it will come across.  I try never to come across like I‟m pointing fingers or 

blaming.  How can we fix this? We're a team and we either sink or swim together 

and that's what I try to communicate to them.  We're only as good as our weakest 

one [I61L24p3]. 

 

Personal Strengths and Future Plans 

Suzy is a confident leader who does so with integrity and in an empathetic and 

honest manner.  She continues to be a self-proclaimed “policy girl” and she follows all 

rules and policies but has tried to be empathetic to all situations that may be occurring on 

the campus in an honest ethical manner. 

Suzy has a “ten year plan”, meaning that she hoped to retire in ten years.  

However, during those ten years, she would like to spend another five years on the 

campus as a principal and then move into central administration as an assistant 

superintendent or superintendent.  Suzy is currently working on her doctorate in 

educational leadership.  She hopes to attain an upper level position and then eventually 

teach at the university level.   

Implications for Female Educational Leaders 

Suzy received advice from a respect female superintendent and that was “to keep 

your mouth shut and your ears open”.  She claimed that this piece of advice as served her 

well and something that other leaders with ACS should consider.  She asserted that direct 

female educational leaders should continue being direct, because it is a good way to 
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ensure that everyone is on the same page.  However, leaders with this style should be 

careful to use a “nice manner” when delivering information.  She suggested that delivery 

should be monitored but cautioned leaders not to sugar coat important information 

because it may not be taken seriously or it could be misinterpreted.   

Suzy also suggested that female educational leaders continue to be learners.  They 

need to read books on leadership and communication because it will allow them the 

opportunity to identify their leadership and approach to communication.  Once leaders 

identify their approach, they can mold their own leadership style and approach to 

communication to ensure success.   

Video Observation of Meeting 

Suzy is an energetic and energizing elementary school principal.  She began her 

faculty meeting at approximately 3:40 p.m.  getting right to business.  She passed around 

a sign in form and read from her agenda notes.  She clarified why some staff members 

were absent, air quoting that that they were “planning tutorials”.  She stood in front of her 

staff as they sat on risers in the music room and delivered the information in a risk-free 

and informal manner.   

The meeting was relaxed and Suzy debriefed the information from the fire drill 

and began to look for ways to improve the expedition of children to the appropriate 

locations.  Teachers interjected information and the meeting had conversational moments.  

She utilized aspects of humor and sarcasm to lighten tense topics that and items that may 

have been somewhat controversial.   

In reviewing certain protocols, Suzy supported what she was discussing by 

referencing previously sent emails outlining the changes.  She was very expressive with 
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her body and facial expressions to highlight topics or concerns.  Such nonverbal 

techniques utilized were her hands to “draw a mental picture”, point out direction or 

paths and hierarchy of scheduling.  Suzy moved while speaking and she kept the attention 

of her audience.   

Suzy did not stumble or waiver in telling her staff no in reference to taking the 

day off on field day.  She was clear and to the point without being rude or degrading.  

She justified her response the staff as returning the ultimate focus to students.  Suzy did 

work with them on allowing them to watch or see their personal children participate in 

field day while someone kept an eye on their class.   

No subs here on field day.  So, don‟t ask, I‟m going to tell you no.  It‟s too hard 

for subs to have to deal with that.  No exceptions, unless someone is dead.  But 

other than that, no exceptions [I63L10p1]. 

 

With each piece of information, new learning or protocols for the upcoming year, 

Suzy stated facts in a direct and to the point fashion with appropriate justifications.  She 

did ask staff if they agreed or if they had any questions or anything that they would like 

to add.  The staff was provided many opportunities to collaborate and provide input.   

Survey  

Suzy answered seven out of 13 questions with a yes indicating that she may have 

a communication style that is an atypical communication style for females.  Therefore, 

Suzy was asked to participate in this study.  The results from that survey may be viewed 

in Appendix H.   

Findings 

1. In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or leadership? 
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Because of recent revelations concerning Suzy‟s superintendent and that she had 

been told that he was intimidated by her.  The conversations she has had with him 

directly concerning her approach to communication had supported this notion and she 

began to feel that she was in a “dangerous position”.  She has found that her direct style 

did seem to play into her career and opportunities in her current position.   

2. In what ways have educational female leaders with atypical communication styles 

been viewed differently from men or women with typical communication styles? 

Suzy asserted that she has been viewed differently from men who have a direct or 

dominate style in that “men get away with being direct.  Women are labeled as “difficult” 

or “on a power trip” [I64L p].  Even in comparison to the women within her organization 

she has been labeled as difficult or bossy.  She has even been told that she intimidates the 

superintendent because she is “not afraid of him”. 

3. What do aspiring female leaders need to be aware of concerning communication 

if they seek career advancement opportunities? 

Suzy received advice from a respect female superintendent and that was “to keep 

your mouth shut and your ears open”.  She claimed that this piece of advice as served her 

well and something that other leaders with ACS should consider.  She asserted that direct 

female educational leaders should continue being direct, because it is a good way to 

ensure that everyone is on the same page.  However, leaders with this style should be 

careful to use a “nice manner” when delivering information.  She suggested that delivery 

should be monitored but cautioned leaders not to sugar coat important information 

because it may not be taken seriously or it could be misinterpreted.   
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Suzy also suggested that female educational leaders continue to be learners.  They 

need to read books on leadership and communication because it will allow them the 

opportunity to identify their leadership and approach to communication.  Once leaders 

identify their approach, they can mold their own leadership style and approach to 

communication to ensure success.   
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Chapter X 

Conclusions, Implications for Leaders, and Suggestions for Future Research 

The conclusions within this chapter include a summary of the findings in the 

investigation into the approach to communication of female educational leaders within 

Region 18 in Texas.  The conclusions gleaned from this study will be followed by 

implications for practice and suggestions for future research.  This qualitative study was 

approved through the IRB for Texas Tech and focused on approaches in communication 

and experiences of female educational leaders.   

The purpose of this study was to provide insight and clarity into the issue of 

communication in leadership and its impact on female educational leaders; to provide an 

avenue for understanding perceptions associated with female leaders and their 

communication styles and how female leaders could better address individuals within 

their organizations.  Finally to address the issues of communication and gender bias in 

leadership which will benefit women, who are currently in, or advancing toward, 

leadership positions. 

The data collected included personal interviews and observations with six female 

educational leaders in Region 18 in Texas.  The results were interpreted utilizing a 

critical feminist theory. 

Summary of Findings 

In synthesizing the information from the initial report to recruit female 

educational leaders and the participants for this study, the following information was 

obtained.  Twenty three percent of the participants that responded had been told to be 
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quiet at some point in their career and only 17 % of the female leaders who participated 

in the actual study had been told the same thing.   

Of the initial survey respondents, 36 % believed that their communication style 

had negatively impacted their performance or effectiveness and 31 % were told that they 

were not “warm and fuzzy” enough.  Of the women who participated in the study, 50 % 

were told that they did not exhibit that characteristic.   

Further summary of the survey results from the 28 female educational leaders that 

participated in the initial survey showed that 50 % of the leaders had been told that they 

spoke aggressively, while 83 % of the leaders who actually participated in the study held 

this characteristic.  Of the female educational leaders in the survey, 68 believed that they 

were direct and to-the-point in high pressure situations and 83 % of the participants 

believed this to be true.  Of the initial leaders 54 % (and 83 % of the participants) freely 

inserted their opinions and views into conversations without waiting for the speaker to 

complete their thoughts.  A resounding 84 % of the initial leaders and 67 % of the 

participants had referred to themselves as having a dominant personality.   

From these results the women chosen for this study exhibited characteristics of 

Atypical Communication Style and the data gathered during the interviews and 

observations supported the initial inference of this researcher. 

The narrative descriptions and findings in reference to the six female leaders 

provided understanding into the pitfalls and challenges that leaders face in reference to 

their approaches to the communication techniques that they employ in their day to day 

operations and leadership.  The narratives were analyzed by way of a critical feminist 
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theory lens.  NVivo9 was utilized to assist with word frequency and coding of 

information.   

A small sampling of the words that were descriptive or appeared with more 

frequency were utilized to pull data to determine if the words utilized during their 

interviews could conclude that the female leaders within this study exhibited 

characteristics that were atypical to a feminine communicative approach.   

The leaders within this study used strong words such as direct, directly, and 

directive.  Concerning the words in the conversations overall 21 %, and 4.92 % of the 

adjectives and verbs that they employed focused on overall dominate or strong words.  

The utilization of pronouns such as “I” and “me” were utilized at a rate of 10.80 %.  The 

female educational leaders also utilized pronouns such as “we” and “our” at a rate of 2.12 

% of the conversation devoted to the utilization of these words.  Words that could be 

viewed as collaborative or in a “softer” light such as understand and understanding were 

employed at a rate of .10 % of the conversation and an overall usage of 3.55 % devoted to 

this approach.  The use of words that could be considered neutral were used by the 

leaders at a rate of 2.75 % of the total words with 4.6 % of the words directed toward 

second or third person pronouns.  The female educational leaders within this study 

employed stronger words at a higher word frequency than they did softer words.  The 

culmination of this data further supported the inference that the women within this study 

exhibited and lead by way of ACS. 

Research Question 1 

In what ways do female educational leaders perceive that their approach in 

communication has affected their career advancement opportunities or leadership? 
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All six women believed that communication had played some role in their success 

or effectiveness as a school leader.  Whether the impact was viewed as negative or 

positive, each participant relayed how they felt that their approach had specifically 

influenced them and their leadership.  About half of the women believed that their 

communication had or continues to play a role in their ability to promote within their 

organization.   

All six women believed that at some point gender had played a role in how they 

were viewed and that as female educational leaders, they were expected to “tie it up and 

put it in a nice little box” so that it was easier for their constituents to understand and 

handle what they were saying.  They felt that they were expected to be careful with harsh 

undertones of the intent and learn to become more socially and professional agile in the 

art of communication if they expected any type of promotion.   

Throughout the process of interviews with these six leaders and in clarification of 

this question, one participant described that being a man with a direct approach, 

…would be considered competent, confident and non-nonsense, whereas I believe 

I am viewed at being arrogant, outspoken, and insensitive.  Men who are like me 

tend to not have their authority questioned whereas women like me are often 

challenged by their insubordinates.  The other women in my organization that do 

not have my characteristics or personality are considered good followers who 

accomplish goals without bringing attention to themselves and are more likely to 

be promoted because they do not question the processes required they just do 

them, whether they believe in them or not.  [I44L1p1]  

 

Women who want the same opportunities as men for promotions must learn how 

to temper what and how they are relaying information and messages.  The experiences of 

some of the women within the study show that promotion often times is a social game 

which encompasses so much more than skill or knowledge of the position.  It requires the 

ability successfully share a vision.  When female educational leaders with this approach 
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speak, at times the dominant and direct style is the only thing that people or supervisors 

may hear or see, they may not be able to capture the actual message, ultimately reducing 

one‟s chance for promotion. 

All three of the leaders who have had less than favorable encounters concerning 

their approach to communication shared that they believed that it was because they were 

viewed as intimidating to their supervisors, which ultimately placed the female leaders in 

a dangerous position within the organization.  Their direct style did seem to play a role in 

their careers and but has not been as clear in reference to their career advancement 

opportunities.   

Research Question 2 

In what ways have educational female leaders with atypical communication styles 

been viewed differently from men or women with typical communication styles? 

I think communication from a female with a direct approach is not expected.  I 

think that I see the biggest differences in how people relate to what is being said.  

I think I get an emotional response from people much quicker than a man would.  

Being female, a direct approach is accepted differently.  But I have seen it valued 

much more deeply too.  I know most ladies have many words to say in a day.  But 

a direct approach requires using the most concise words to get the message across.  

This is the biggest difference in dealing with difficult situations.  [I24L1p1]. 

 

The women in this study agreed that men with this style (dominant and 

direct) were viewed as normal and acceptable while women with this style were 

viewed in a more negative manner and labeled as not caring, too forward or even 

a “bitch”.  Five of the six female leaders agreed that they could not “get away 

with” saying some of the things that the males in their organization could.   

It appears that in order to be taken seriously, women in leadership roles have to 

portray a certain toughness that men don't.  Men are often given respect or are 

taken seriously based solely on the position they hold - and not on their 

particular behaviors [I34L10p1]. 
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Women are viewed differently and at times may have resulted in some people 

taking comments, suggestions or directions the wrong way.  Therefore, the women within 

this study have had to find alternate ways to ask questions or get guidance if they were to 

ensure success for their campus or department.  Specifically three of the women have had 

to become resourceful and adaptable.   

According to the participants, being a woman allowed them to better relate to and 

have empathy for those within their organizations.  At the same time the leaders believed 

that they had the ability to be blunt and say what needed to be said in order to move their 

organizations forward.  Their direct approach to communication had resulted in authentic 

“buy in” from the constituents within the organization because they have found that when 

these ladies said something, they meant it! 

When these female leaders were confronted in a negative manner in reference to 

their approach to communication, they found ways to work within and around the system.  

They each learned how to maneuver within their organization to ensure that they were 

able to achieve success for their campuses or departments.  They utilized strategies such 

as “slipping” notes to cohorts to share in public forums, they “kept their mouths closed”, 

they analyzed who was speaking and determined the best approach for that person, they 

carefully thought about what they were going to say or ask before they did so, and they 

“softened” the manner in which they delivered their message.  Overall, these leaders were 

keenly aware of their approach to communication and the best manner to proceed.   

Two of the female leaders, who according to the word frequency query utilized 

more dominant words, have had more difficulty with female supervisors than with male 

supervisors in reference to their approach to communication.  These two specifically had 
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been in situations in which they were specifically told to “be quiet” or to “stop bucking 

the system”.  This has unfortunately affected their leadership in that they distrust female 

leaders in higher positions and question their motives.  Although neither female was 

formally reprimanded for any wrong doing, nor did they participate in any wrong doing, 

it was evident that the issue was not procedural, or ethical, it was simply for questioning 

the “status quo” of the organization.  Specifically questioning or asking questions of other 

female leaders.   

The women assert that they have been viewed differently from men who have a 

direct or dominate style in that “men get away with being direct.  Women are labeled as 

“difficult” or “on a power trip” [I61L2p1].  Even in comparison to the other women in 

their organization five out of six of them have been labeled as difficult or bossy.   

Research Question 3 

What do aspiring female leaders need to be aware of concerning communication 

if they seek career advancement opportunities? 

Throughout this study, the six female educational leaders all shared much of the 

same advice; female educational leaders with atypical communication styles should not 

to be afraid of who they are.  The first step in achieving success within their organization 

was to know who they were as a leaders and communicators.  In knowing themselves, 

female educational leaders would be able to communicate in such a way that they were 

not setting themselves or their organizations up for failure.  Knowing who they are allows 

them to then recognize the talents and areas of growth in others and they are able to draw 

from those talents to ensure success for the organization.  The leaders within this study 
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further asserted that they would be able to better address and communicate with the 

stakeholders in their organizations.   

The female educational leader, especially one with an atypical communication 

style, must understand that their approach may be different from the typical or expected 

view of other female educational leaders.  Knowing that not all female leaders 

communicate in the same manner, will allow for better relationships with stakeholders 

and audiences in which they are presenting or collaborating.   

The female leaders within the study believed that their direct approach was an 

asset.  But, the leaders were quick to point out that being direct, did not mean being 

callous.  Knowing how to say something direct was as important as what was being said.  

Speaking the truth to others in order to achieve a desired outcome should be the ultimate 

goal of someone with a direct approach.  Directness for the sake of being direct should 

not be what successful female educational leaders do. 

Furthermore, the participants asserted that future leaders must be keen observers 

and great listeners!  They must be able to able to ascertain when to speak, when to listen 

and when to mold their style to attain a desired outcome.   

Female educational leaders should be keen observers.  Female educational leaders 

with direct or dominant personalities should sit back and watch.  These leaders need to be 

aware of what‟s going on around them and in their organizations.  They should not 

change who they are but see which leaders have the “power” and what “power” they 

have.  Some leaders in higher positions or society in general do not understand a female 

leader with ACS or they take a direct communication style as a weakness.  Leaders 
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should learn when to be subtle and watch their superiors to figure out the supervisor‟s 

and stakeholders‟ personalities, and then determine the best approach.   

As a result of observing and listening, a female leader will be able to ascertain and 

truly know the people, characteristics and approaches of the individuals that they are 

leading and those within their organization.  If they are to achieve success for their 

organizations, they must be extremely aware of how their communication impacts those 

around them.   

I think that I‟ve seen that in, in the 19 years that I've been in a role, in a leadership 

role, I've seen situations where I just knew the direct style was going to push 

people maybe too far over the edge [I31L18p4]. 

 

Knowing the individuals within the organization will allow a leader to utilize the 

approach for each employee that will ultimately illicit success.  It is not about being 

direct to be direct, it is about doing and approaching communication in a manner that will 

not offend, disparage or insults those within the organization.  Delivery should be 

monitored but leaders must be careful not to sugar coat important information to the point 

that it may not be taken seriously.   

As a direct communicator, leaders must recognize that about themselves so that 

they do not offend or present a perception that may not be true.  By doing this a leader 

can build a relationship on trust.  Female educational leaders with direct approaches 

should know which people within their organization can “handle” the manner in which 

they are approached in discourse and which constituents need their “hands to be held” or 

provided a softer approach to achieve the same outcome.   

Furthermore, female educational leaders with ACS should use this style as 

strength and empower those around them.  At times leaders must to step back and 
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empower those around them.  Make those around the leader “rock stars”.  When everyone 

is successful individually, the organization as whole becomes successful.  Their approach 

to communication should be utilized to equip the people around them. 

In addition to knowing the people within the organization, a female leader must 

know the situations, cultures and environments in which they become involved and how 

to successfully maneuver.  Female leaders must read the environment to determine the 

right approach.  Leaders must not stay in direct, blunt approaches at all times.  The 

vacillation between the various approaches is how the six women within this study have 

been successful.  A direct approach is helpful, “But at the same time, it‟s important that 

female leaders “toggle” between the styles” [I24L9p1].  Female educational leaders must 

be able to read the people and the situations in which they are involved. 

Finally, the participants shared ways in which they reflected on each incident or 

event and future female educational leaders with ACS must be reflective if they are to be 

successful.  Leaders must be able to reflect not only on how they have handled situations, 

but also the organization in which they lead and learn how to improve.  Each situation 

and issue is a learning opportunity and good leadership is not male or female, but rather 

doing the right thing.   

Ultimately, the participants shared that leaders do not have to change who they 

are, but they do need to change their approach to match the situation and the people, but 

always in an upfront and honest manner.  They must learn a careful balance between 

when, where and how to speak.  When they are speaking directly they must make certain 

that they are detailed and that the people in which they are communicating hear what is 
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being said.  They should be careful that with a direct style leaders are leading and 

communicating in such a manner that others may follow. 

Conclusions 

This researcher found that the experiences of the six individual female 

educational leaders with characteristics of ACS were similar to one another and to the 

biases that other female leaders have experienced in areas outside of education.  The 

female leaders each dealt with the manner in which they were treated in reference to their 

approach to communication in somewhat similar ways.  They each found ways to 

“maneuver” within the system to get what their campuses or departments needed.  They 

passed notes to male colleagues, they prefaced harsh statements or questions with 

socially acceptable pleasantries, or they remained quiet.  Although each woman would let 

any observer know their thoughts or opinions, and at times even when they were not 

petitioned, they were quick to advise others, they did not do so to humiliate or ridicule.  

Their passion would bubble through and containment was, at times, undeviating, frank 

and abrupt.  The more passionate about a topic, the more intense these ladies became.  

However, the passion that each leader shared in their stories was a devotion to improving 

education for children. 

The female leaders each encountered times of gender bias in reference to their 

communication, but not one of the leaders would characterize it as such.  Some of the 

biases were at the hands of other females and some by men, but both were due to what 

the female leaders perceived as intimidation.  Not an intimidation by the female leaders, 

but of the female leaders.  All six of the leaders at some point during the interview 

expressed that they believed that the issues that they faced were due to anxiety held by 
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others.  Although the leaders were keenly aware of this fact, they were unsure how to 

“fix” or “mend” the relationship with those individuals other than to “lay low” and “not 

put their foot into their mouth”.  These leaders have become masters at “laying low” and 

allowing others to take the spotlight.  Their focus was not on making a name for 

themselves but in improving their organizations.  Therefore, they found ways to adapt 

and evolve within their systems to ensure their survival.  This researcher has learned this 

skill and continues to employ the lessons learned to guarantee the accomplishment of my 

own goals.   

If specifically asked, I dare to say that the female leaders within this study would 

vehemently deny any form of “feminism” or that they were feminist.  They saw the 

injustices that they encountered as personality conflicts, but did share that if they were 

men, they would not have to deal with such a double standard.  This researcher, like the 

female leaders in this study, has encountered “opportunities” in which it was as clear that 

the things that were said were not going to be tolerated coming from a woman.  It is the 

realization of this researcher and of some of the female leaders during the process of the 

interviews, that they began to question the encounters that shared and that gender bias 

may have occurred due to their approach to communication and was revealed to them 

through their own reflections about their communication.   

There is an unspoken understanding in West Texas (especially Region 18) that the 

raising of a pointed finger to the inequality in gender approaches to communication 

would not be acknowledged, discussed, nor tolerated.  It seems to be viewed as an excuse 

or crutch that women may use and the women in Region 18 have been conditioned to 

squelch the thoughts or contemplations of such a notion.  This researcher has also been 
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conditioned to view the constraints placed on female leaders as status quo, and not “buck 

the system”.  Therefore, the female leaders in this area have tried to find ways to 

maneuver within the system so that they are not viewed as “bucking the system”.  They 

are findings way to thrive in the system.   

Often times, this researcher has heard someone say, “Well goodness, tell us how 

you really feel?” and in almost all instances it had been directed toward a female.  There 

continues to be inequality in the manner in which female leaders are treated in Region 18 

in West Texas.  Men may certainly say, and are expected to say, what is on their mind 

and provide their opinion even when it is not petitioned.  However, this is not the case for 

the women and they have had to continue to find ways to adapt mold and vacillate 

between their natural approach, and the approach that will provide the optimum outcome 

for them or their organizations.  This researcher views this skill as strength, not a sign of 

weakness or succumbing to the inequality found within the region. 

As a female educational leader, I have experienced and seen the manner in which 

women are treated when they speak in a direct manner.  I have also seen the 

demoralization of these great female leaders when they begin to question their own 

ability, focus, and fortitude to complete such a hard and arduous job because of this 

treatment.  Female leaders should be able to rely on other leaders, especially other female 

leaders, to mentor and build upon their strengths, not tear them down because of those 

strengths or approaches.   

It was the resolve of this researcher to highlight the key themes and lessons that 

emerged from the research that have allowed the female leaders in this study the 
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opportunities to move their organization and their own careers forward.  The voices and 

lessons of these leaders must be heard. 

Implications for Future Female Educational Leaders 

A theme became apparent through the analysis of this work and implications for 

the success for female educational leaders emerged.  Specially, the lessons female 

educational leaders with ACS should learn in order to successfully lead and achieve 

achievement for their organizations.   

First, the leaders within this study knew that they were direct and not typical to 

the majority of females in regards to their approach to communication.  Before these 

female leaders with ACS could understand or lead others, they had to know themselves.  

Female leaders must be able to understand that their approach is not typical to most 

female styles and foresee the manner in which others may view or perceive them.  

Whether female leaders believe that this is right, wrong or indifferent, they must find 

ways to achieve success in the organization and then begin to change that system from 

the inside if necessary. 

Second, female leaders must be stellar at observing and great at listening.  Female 

educational leaders, especially ones with direct communication styles, must be able to 

“read situations” (watch and learn) and to listen to what is being said, and what is not 

said.  Because of this, female educational leaders with ACS.  can gain an understanding 

of the people in which they are leading and communicating.   

The next lesson or implication for female educational leaders is that they must be 

able to “read the environment” in which they are involved.  This is an advanced step of 

observing.  Reading means to observe and listen to what is going within a organization, 
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meeting, gathering or town hall discussion in order to make the best decisions based on 

the information gathered and then approach communication in a manner that will result in 

success.  The leaders in this study had to become intuitive, and adaptable.  They have 

found ways in which to mold their style dependent on the situation or audience.  Future 

leaders must be able to mold how and when they approach as well as what and how they 

speak to their constituents.   

Fourth, a female leader must know the individual people within the organization.  

One must become proficient in determining the stakeholders that can handle, or need a 

direct style and the ones that require a different tactic.  Leaders can further build on the 

strengths of the people around them, making them the “rock stars”.  They will be able to 

recognize the talents within the people in their organizations and build on those strengths.   

Finally, the leaders within this study were reflective on the experiences and 

opportunities that they had and then made next steps or decisions based on what was best 

for their organization or career.  Each leader reflected on positive and most especially 

negative interactions and situations in order to make better future decisions.  The female 

educational leaders with ACS reviewed each encounter with clarity and found ways in 

which they would enhance, change or find an alternate approach, thus ensuring success. 

In reviewing the literature presented in Chapter I and the information available on 

female educational leaders and communication, it clearly supported the findings and five 

protocols developed in this study. 

The literature utilized in this study was work compiled from various sources 

outlining female leaders, communication styles, gender differences, female leadership, 

and educational leadership with a critical feminist perspective.  Female educational 
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leadership literature continues to reveal that women in leadership roles deal with and 

continue to struggle with the paradox of a double standard and intense scrutiny through a 

critical feminist lens should occur. 

The utilization of a critical feminism lens provided voice to this research.  

According to Rakow and Wackwitz, 2004, to have voice is to possess the opportunity to 

speak and the respect to be heard.  Furthermore, the lens of a critical feminist is grounded 

in listening, speaking, and being heard which allowed this researcher, and readers, to 

understand and explain gender.  It refuses the typical or stereotypical answers that silence 

the truth and allows for the transformation of existing practices, methods, procedures and 

conditions that are socially and ethically erroneous. 

Further support this study‟s findings occurred through the literature devoted to 

communication and gender.  It is a fairly new concept beginning about the 1960‟s-1970‟s 

and has gained speed with each passing decade.  Research in this area has been devoted 

to determining patterns or characteristics of communication that were typical to men 

and/or women.  Many researchers such as Payne and Cangemi (2001), Cameron (1995), 

Tannen (1994, 1996, 2007), Prouty (1995), Romaine (1999) are renowned for their work 

in communication styles, characteristics, approaches and impacts.  These researchers are 

known for determining and finding that males are typically viewed has having dominant, 

assertive styles, while females are seen as having styles that are more passive and 

encompass a kinder and gentler approach to language and discourse.  Communication 

both reflects and impacts our view of gender and no one view point or idea should be 

held as the truth in entirety.  “No one theory should be accepted as the complete 
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explanation of gender roles, but rather should be thought of as part of a tapestry of ideas 

that together form a complete picture” (Payne and Cangemi, 2001, p.  17). 

In reviewing the collected works on gender differences in leadership outside of 

education, Knopik, and Moerer (2008) contend that excellent leaders are entrepreneurial 

and successful entrepreneurs are leaders.  They are one and the same.  They suggest that 

innovative business administration programs should be developed to combine the two 

(gender & leadership) disciplines to build strong leaders and effective outcomes.  

Specifically focused on women because it could be both beneficial and provide female 

leaders an avenue to success that they may not otherwise have been afforded to them. 

The scholarship available within the realm of educational leadership contends that 

this role is demanding because it molds and shapes the lives of those that are touched.  

Schools are institutions of moral learning as well as academic learning (Klinker and 

Hackmann, 2003) and leaders in institutions are required to make pivotal decisions on a 

regular basis; understand the role that their values and morals play in their decision 

making and recognize that the model of what is good or appropriate for the majority is, at 

times, in direct conflict with the rights of individuals.  Leaders are often forced into 

making key decisions quickly between two right answers resulting in the loss of precious 

time and reflection on decisions and decision making.  Females must especially be 

careful of this. 

Gender studies available in educational leadership continue to show the 

discrepancies noted between female and male leaders.  Gutsch‟s (2002) study supported 

the notion that the “good ole boy system” was still alive and well, and continues to thrive.  

Dominate male leaders have been and continue to be viewed as strong leaders while 
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female leaders who exhibited the same characteristics are scrutinized and ostracized.  

Males move quickly of the ladder of success, while the female leaders continue to lag 

behind.  Women especially have to be aware of the impact that they have in the delivery 

their decisions. 

The literature available on gender bias and leadership, revealed that the work 

devoted here is no longer purely qualitative; it has made an aggressive move towards 

quantitative measures.  Denscombe (2007), Niesche (2008), and Payne and Cangemi 

(2001), were only a small sampling of the researchers who have studied female change 

agents and the impact of gender bias on leadership.  Furthermore, Garn and Brown 

(2008) concluded that issues facing these leaders are at all levels of leadership and may 

intensify the as the position or standing of the leader raises, or as their sphere of influence 

increases.   

As time passes, there is an increased focus on change, effectiveness, and trials 

faced by women with a growing portion of the research targeting female educational 

leaders above that of principal.  Female leaders have learned to react in neither 

exclusively traditional male or female ways, but rather with the tools they needed to 

accomplish the task or challenge at hand because dispelling gender stereotypes is a fact of 

life for women.  “Despite the numerous challenges they have addressed, their 

commitment to confront and overcome deeply embedded biases created more 

opportunities for the generation of women who will follow their lead” (Garn and Brown, 

2008, p.  67). 

Further implications for future female leader emerge through the evolving 

evidence that materializes on the topic of female leadership.  Montz and Wanat (2008) 
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analyzed female superintendents in a Midwestern state, viewed from the perspective of 

social network theory and found that the implications and pitfalls involved in this topic 

included the lack of, amount or type of training, mentoring and professional development 

of potential school superintendents.  Mentoring and training must be devoted to 

supporting female educational leaders because they have been put in positions where they 

had to become their own teachers.  Future female leaders must know how they are 

perceived.  According to Becker, Ayman and Korabik (2002), there are many 

discrepancies between how leaders are perceived and their understanding of how they 

perceived. 

In conclusion, the literature presented in Chapter I further supports the 

conclusions and findings of this study.  We see the world not as it is, but as we are-or 

sometimes as we are conditioned to see it (Covey, 2003).   

The body of empirical and scholarly research presented here seems to suggest and 

support that a critical feminist lens must be utilized to further discuss, help and draw 

attention to the gender differences associated with communication in educational 

leadership. 

The continued stereotyping of leaders, whether male or female is detrimental to 

any organization and great talent may be overlooked because of these cultural biases.  

“When school leaders are aware of and acknowledge possible barriers to communication, 

they can work to overcome them” (Brown and Garrett, 2010, p.  418).   

Three final conclusions were derived from the literature in support of this study: 

1.  Consistent representations and illustrations of the illustrious double standard is a 

pervasive aspect of communication in educational leadership.  “…women who adopt 
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these „masculine‟ attributes pay a terrible price when they disrupt expectations associated 

with the female gender” (Scott, 2003 p.  84).  Female educational leaders must be aware 

of the pitfalls that lie ahead of them, that they should learn when, where, and under what 

circumstances they should speak freely. 

2.  The literature reviewed within this study supports this researcher‟s claim that 

the impact communication has on a female educational leader‟s career should garner 

further and more intense scrutiny.  There are few pieces of empirical evidence to support 

the impact of gender bias in communication on female educational leadership.  

Furthermore, Mendez-Morse (2003) further illuminates the lack of research available that 

takes into consideration the perceived or real impact of additional sources of differences, 

other than just gender. 

3.  The importance of female educational leaders in finding and understanding 

that their voice is relevant, imperative, and has hefty implications for future leaders.  

They must understand who they are, as well as the constituents around them.  The 

research available seems to light the path for future leaders, male and female.  Female 

leaders must know the impact that their voice has on education, students, and educational 

organizations.  Laible (2003) suggests that in order to move ahead, one must do so with 

open eyes so that they may examine, and understand others in our world.  “Without 

knowing the other‟s world, one does not know the other, and without knowing the other, 

one is really alone in the other‟s presence because the other is only dimly present to one” 

(Laible, 2003, p.  190). 
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Suggestions for Future Study 

This qualitative research study focused on gender bias communication and the 

effects that were experienced by female educational leaders.  The recommendations of 

this researcher would be a follow-up study five to seven years from this point to 

determine the path or trajectory of the career of the women within the study.  Three of the 

women were working on or interested in completing work on a doctorate degree and 

advance to higher administration.  A follow up study would provide longitudinal data to 

establish the long term effects of ACS.  on female educational leaders‟ careers and career 

opportunities.   

The next recommendation from this researcher would be a statistical analysis with 

a quantitative approach to the effects of gender bias communication on the career of 

female educational leaders.  Determining how many and how wide spread the issue is 

within the region and state is one that would benefit female and educational leadership 

studies.   

This study raises further questions and considerations into why female leaders are 

denied opportunities, or have road blocks thrown in front of them because of their direct 

approach to communication.  The keys holders are no longer just men, often times 

women are the ones denying access to other women.  Why are female leaders 

discouraging, berating and undermining aspiring female leaders when they show that they 

have a direct approach?  Why do other superior leaders feel threatened during these 

encounters? 
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Further inquiry must involve why female supervisors are at times seen as 

hindering other females‟ success rather than mentoring and supporting.  Study should be 

devoted to how leaders can encourage and support young aspiring female leaders.   

The data obtained during this study has added valuable research to the areas of 

communication, educational leadership and female studies.  Because there is a shortage 

of information or research that combines all three areas, this study has provided a 

theoretical framework in which future studies may be based and added pertinent and 

valuable data to this realm.  Further study into the impact of these areas of inquiry could 

positively impact both female and male leaders.    
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Appendix A 

RECRUITMENT EMAIL TO FEMALE EDUCATIONAL 

LEADERS 
 

Ms. Bright: 

 

I am trying to learn how communication styles have impacted female leaders‟ careers. I 

hope you can assist me. You were chosen to participate in this study because you are a 

female educational leader in Region 18. I would like for you to complete an online survey 

about your communication style. This research study has been reviewed and approved by 

Texas Tech University (503332).  

 

If you choose to include your name on the survey so that we can contact you about 

follow-up interviews, your name and contact information will be kept private and will be 

known only by the investigators.  

 

You don‟t have to help. You won‟t get any compensation for helping me, but your 

opinions matter to me and might help other female leaders later. If you start the survey, 

and do not feel comfortable with some questions you can stop any time. This survey 

should take approximately 15 minutes to complete.  

 

If you have any questions, you can call my professor Dr. Sylvia Mendez-Morse at 

806.742.1997 extension 367 or me on my cell phone: 432-488-7891.  

 

Please click on this link to complete the survey: 

http://tltc.qualtrics.com/SE/?SID=SV_0rIxNNnuftqqVcE  

 

Thank you so much for your help and participation in this study, 

Tracy Taylor 

http://tltc.qualtrics.com/SE/?SID=SV_0rIxNNnuftqqVcE


Texas Tech University, Tracy Lynn Taylor, August, 2012 

 

158 

 

Appendix B 
RECRUITMENT LETTER TO LEADERS FOR THE 

COMMUNICATION STYLE QUESTIONNAIRE 
 

Dear Leader: 

 

I appreciate your help in completing this short online survey about your communication 

style. Your help and participation in this study is extremely important and I appreciate 

your time. You don‟t have to help. You won‟t get any compensation for helping me, but 

your opinions matter to me and might help other people later. If you start the survey, you 

may skip any of the questions and you can stop at any time. I will honor that decision. If 

you choose to include your name on the survey so that we can contact you about follow-

up interviews, your name and contact information will be kept private and will be known 

only by the investigators. The survey should take approximately 10 minutes to complete.  

 

**********************Survey on Qualtrix*************************** 

Years Experience in Education total: _________________ 

Year Experience as a Leader in Education: ____________ 

Age: _____________ years old 
 

Sample Survey Questions-Screening 

1. Have you ever been in a situation where you have been told to “be quiet”? 

2. Have you ever been called to a private meeting with a supervisor because you are too 

opinionated? 

3. Have you ever been overlooked for a promotion because you were not “warm and fuzzy”, 

exemplify traits that were softer, or not as direct? 

4. Have you ever been told that if you were a man, you would be moving up very quickly 

and are leadership material? 

5. Have you ever been told that you speak aggressively? 

6. Have you ever found that your communication style has hindered your performance or 

effectiveness in your position? 

7. Do you find that when you are in high pressure situations, you are direct, stern and to the 

point? 

8. Do you insert your opinions and views into conversations or do you wait until each 

speaker has had the opportunity to speak? 

9. Do you find that your approach is direct? 

10. Have you ever been referred to as having a dominating personality? 

 Other, please explain: 

________________________________________________________________________ 

Would you be willing to be contacted about the possibility of a follow-up interview?  

Name: __________________ 

Email: __________________  Phone: _________________ 
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Appendix C 

Interview/Observation 

EMAIL TO FEMALE EDUCATIONAL LEADERS 

 

Ms. Bright: 

 

Thank you very much for participating in my initial short online survey on Qualtrix. At 

the end of that survey you indicated that you would be willing to be contacted about the 

possibility of further participation in this study on communication styles.   

 

Should you choose to participate, you will be interviewed twice during this semester for 

approximately 45 minutes each time, one face-to-face and one on the phone. We will talk 

about how your communication has affected your career. If you are in agreement, I would 

like to digitally record the conversation (flip camera) so that I can remember everything 

that we talked about. In addition, I would like to observe you and digitally record you 

only once such as during a faculty meeting, or time in which you are interacting with an 

employee. This study has been reviewed and approved by Texas Tech University 

(503332). Your name and contact information will be kept private and will be known 

only by the investigators.  

 

You don‟t have to help. You won‟t get any compensation for helping me, but your 

opinions matter to me and might help other female leaders later. If you start the 

interview, and do not feel comfortable with some questions you can stop any time. We 

will complete the interviews and observations at a time that is at mutually agreed upon. 

The interviews and observations will occur in your office or at a location that we 

mutually determine to be most comfortable for you. The recorded video will be utilized 

to review for patterns between participants and to observe nonverbal communication 

patterns as well as verbal. The digital recording will be destroyed by January 31, 2013, 

and will only be utilized for the purposes of this research study.  

 

The interviews will be in your office, or on the phone and only during your free time. The 

observations will be held at your work or school at a time mutually agreed upon. If you 

have any questions, you can call my professor Dr. Mendez 806.742.1997 extension 367 

or me on my cell phone: 432-488-7891.  

 

If you are willing to participate, please contact me at tracy.taylor@ttu.edu or my cell 

phone at 432-488-7891, so that we may schedule our face-to-face interview. Thank you 

so much for your help and I would appreciate your participation in this study. 

 

Thank you, 

Tracy Taylor 

mailto:tracy.taylor@ttu.edu
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Appendix D 

CONSENT FORM 
 

What is this project studying? 

The study is called “Little Ladies Should Be Seen and Not Heard: A Study of Direct 

Communication Styles of Female Educational Leaders.” This study will help explore how 

certain communication styles in female leaders affect their career and career 

opportunities.  

What should I expect during this study? 

In addition to the very short online survey you completed about your experiences as a 

female educational leader you will also participate in one face-to-face interview, one 

phone interview and one video recorded observation to further explore the impact your 

communication style has had on you and your career. 

Can I quit if I become uncomfortable? 

Yes, absolutely! Dr. Mendez-Morse and the Protection Board have reviewed the 

questions and think you can answer them comfortably. However, you can stop answering 

the questions at any time and you may leave the interview any time you wish.  

How long will participation take? 

We are asking about 30-45 minutes of your time for each of the two interviews (one face-

to-face and one phone) and one observation. 

How are you protecting privacy? 

You will have the opportunity to choose a pseudonym for this research study. Your 

privacy will be protected through the utilization of the pseudonyms in the written report. 

All digital recordings and notes will be destroyed by January 31, 2013. 

I have some questions about this study. Who can I ask? 

The study is being supervised by Dr. Sylvia Mendez-Morse from the Educational, 

Psychology and Leadership Department at Texas Tech University. If you have any 

questions, you can call Dr. Sylvia Mendez-Morse at 806.742.1997 extension 367.  TTU 

has a Board that protects the rights of people who participate in research. You can ask 

questions at 806-742-2064. You can also mail them at Institutional Review Board for the 

Protection of Human Subjects, Office of the Vice President for Research, Texas Tech 

University, Lubbock, Texas 79409. 

How will I benefit from participating? 

You will have the opportunity to influence and open dialogue into the issues of female 

educational leaders with atypical communication styles. Having a voice to share your 

experiences will benefit you and many others as increased focused and attention is 

revealed, shedding light on how to effectively maneuver within educational leadership 

environments. 

 

___________________________________________  

Signature & Date       

___________________________________________  

Printed Name              

 

This consent form is not valid after January 31, 2013. 
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Appendix E 

 QUESTIONS FOR FEMALE EDUCATIONAL LEADERS 

 

Interview #1 
1. How long have you been in education? In leadership? 

2. What made you decide to move into leadership? 

3. How would you describe your own communication style? 

4. How would your subordinates describe your communication style? 

5. How would your supervisors describe your communication style? 

6. Have you ever been told or discovered for yourself a time in which your communication 

style has impacted your leadership? 

7. Have you found yourself in a position where you have had to self-promote? If so, how 

have you handled it? 

8. Are there leadership situations in which you do not feel that your communication 

approach is most effective? When and why? 

9. Have you ever been aware of a “glass ceiling” or encountered times of gender bias in you 

approach to communication? 

10. Have you ever been compared to a man or a male approach to communication and/or 

leadership? Please expand. 

11. What are examples of your own verbal and nonverbal ACS (Atypical Communication 

Style)? 

12. When (or if) have you been approached about your communication style and what have 

you done? 

13. When working with your staff, how aware are you of your approach to communication? 

14. What are your greatest strengths? 

15. Have you ever encountered any advancement barriers and/if so what were they? 

16. What has been the most effective piece of advice you have received about 

communication and from whom did you receive the information? 

17. How has your communication style influenced your leadership and career? 

18. What are your future plans? 
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Appendix F 

 QUESTIONS FOR FEMALE EDUCATIONAL LEADERS 

 

Interview #2 
1. Having had an opportunity to review the transcription from our previous 

interview/interviews is there anything that you need to further clarify or expand upon? 

2. Having had time to reflect on our previous conversation, what advice would you give 

other female educational leaders with direct or atypical communication? 

3. What should female educational leaders know or do in reference to their own 

communication style to ensure that they are successful as the leader of their 

organizations? 

4. Have you thought of any other situations since our last interview when your 

communication style has affected your leadership or career? 

5. Have you noticed or have situations revealed themselves to you since our last interview 

in which you have been more aware of your communication style and the impact it may 

have on your leadership/career? 
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Appendix G 

 Informational Letter for Video Recording 
 My name is Tracy Taylor and I am a doctoral student with Texas Tech University 

and I am working with Dr. Sylvia Mendez-Morse to research the direct communication 

styles of female leaders. The study is called “Little Ladies Should Be Seen and Not 

Heard: A Study of Direct Communication Styles of Female Educational Leaders.  

 The purpose of this study is to provide insight and clarity to the issue of 

communication in leadership and its impact on female educational leaders; to provide an 

avenue for understanding perceptions associated with female leaders and their 

communication styles and how female leaders could better address individuals within 

their organizations. Finally to address the issues of communication bias and gender in 

leadership which will benefit women, who are currently in, or advancing toward, 

leadership positions. 

 I will be videotaping, (female leader‟s name) for research purposes. No one else 

will be in the video and before we begin taping, you will have an opportunity to ask any 

questions that you may have. The video will be viewed by the researchers of this study 

and will be destroyed by January 31, 2013. 
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Appendix I 

Angelina‟s Survey 
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Appendix J 

Shannon‟s Survey 

 

 

 

. 
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Appendix K 

Andrea‟s Survey 

 

 

 

 



Texas Tech University, Tracy Lynn Taylor, August, 2012 

 

173 

 

 

 

 

 

  



Texas Tech University, Tracy Lynn Taylor, August, 2012 

 

174 

 

Appendix L 

Vivian‟s Survey 
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Appendix M 

Emma‟s Survey 

 

 

 

 



Texas Tech University, Tracy Lynn Taylor, August, 2012 

 

177 

 

 

 

 

 



Texas Tech University, Tracy Lynn Taylor, August, 2012 

 

178 

 

Appendix N 

Suzy‟s Survey 

 

 

.
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Appendix O 

Word Frequency 

Word 
Leng

th 

Cou

nt 

Weight

ed 

Percent

age (%) 

Word 
Leng

th 

Cou

nt 

Weight

ed 

Percent

age (%) 

Word 
Leng

th 

Cou

nt 

Weight

ed 

Percent

age (%) 

accept 6 4 0.03 administrat

ion 

14 7 0.05 boss 4 3 0.02 

accepted 8 5 0.03 administrat

ive 

14 6 0.04 bossy 5 2 0.01 

adapt 5 2 0.01 administrat

or 

13 2 0.01 can't 5 26 0.17 

adaptable 9 2 0.01 always 6 40 0.27 confidenc

e 

10 2 0.01 

appreciate 10 8 0.05 approach 8 5 0.03 confident 9 3 0.02 

ask 3 20 0.13 change 6 7 0.05 couldn't 8 2 0.01 

assistant 9 12 0.08 changes 7 4 0.03 deal 4 12 0.08 

assistants 10 2 0.01 communic

ate 

11 18 0.12 dealing 7 10 0.07 

asst 4 2 0.01 communic

ating 

13 8 0.05 dealt 5 2 0.01 

believe 7 5 0.03 communic

ation 

13 24 0.16 dictatorial 11 3 0.02 

believing 9 2 0.01 decision 8 7 0.05 difficult 9 13 0.09 

beneficial 10 2 0.01 decisions 9 2 0.01 direct 6 22 0.15 

best 4 12 0.08 discussed 9 2 0.01 directive 9 7 0.05 

better 6 19 0.13 easier 6 7 0.05 directly 8 2 0.01 

betterment 10 2 0.01 easy 4 8 0.05 dismissing 10 2 0.01 

care 4 7 0.05 effect 6 2 0.01 doesn‟t' 8 2 0.01 

careful 7 8 0.05 effecting 9 2 0.01 doesn't 7 14 0.09 

collaborat

e 

11 2 0.01 effective 9 3 0.02 don‟t' 6 8 0.05 

collaborati

ve 

13 3 0.02 excited 7 3 0.02 exemplary 9 2 0.01 

comfortab

le 

11 4 0.03 experience 10 4 0.03 expect 6 5 0.03 

communit

y 

9 2 0.01 follow 6 3 0.02 expectatio

ns 

12 3 0.02 

compromi

se 

10 2 0.01 following 9 2 0.01 explain 7 6 0.04 

confrontat

ion 

13 2 0.01 great 5 19 0.13 fact 4 10 0.07 

consensus 9 3 0.02 greatest 8 4 0.03 frustrating 11 2 0.01 

considere

d 

10 3 0.02 kindness 8 2 0.01 frustration 11 2 0.01 

content 7 6 0.04 laugh 5 20 0.13 knew 4 13 0.09 

could 5 23 0.15 laughter 8 12 0.08 know 4 319 2.12 

encourage 9 3 0.02 lead 4 4 0.03 knowing 7 5 0.03 

encourage

d 

10 2 0.01 leader 6 8 0.05 mad 3 4 0.03 

enjoy 5 4 0.03 leaders 7 2 0.01 made 4 10 0.07 

feedback 8 3 0.02 leadership 10 27 0.18 making 6 13 0.09 

feel 4 33 0.22 leading 7 2 0.01 need 4 63 0.42 

feeling 7 3 0.02 leads 5 2 0.01 needed 6 16 0.11 
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felt 4 18 0.12 think 5 195 1.30 never 5 27 0.18 

good 4 33 0.22 thinking 8 8 0.05 strong 6 14 0.09 

goodness 8 3 0.02 

 

Tota

l 471 3.12 

stronger 8 5 0.03 

hear 4 10 0.07 

    

tell 4 18 0.12 

heard 5 3 0.02 

    

telling 7 9 0.06 

hearing 7 3 0.02 

    

tells 5 2 0.01 

honest 6 6 0.04 

    

trouble 7 8 0.05 

honestly 8 5 0.03 

    

unaccepta

ble 

12 6 0.04 

honesty 7 2 0.01 

    

uncomfort

able 

13 6 0.04 

hope 4 5 0.03 

    

always 6 40 0.27 

hopefully 9 5 0.03 

     

Tota

l 743 4.92 

leaning 7 2 0.01 

        learn 5 7 0.05 

        learned 7 10 0.07 

        learning 8 11 0.07 

        listen 6 5 0.03 

        listener 8 3 0.02 

        listening 9 3 0.02 

        love 4 17 0.11 

        loved 5 4 0.03 

        nurture 7 4 0.03 

        nurturing 9 2 0.01 

        rapport 7 3 0.02 

        reason 6 5 0.03 

        relationshi

p 

12 7 0.05 

        support 7 2 0.01 

        sympathet

ic 

11 2 0.01 

        talked 6 7 0.05 

        talking 7 18 0.12 

        talks 5 2 0.01 

        teach 5 6 0.04 

        teaching 8 7 0.05 

        team 4 10 0.07 

        true 4 5 0.03 

        truly 5 3 0.02 

        trust 5 3 0.02 

        truth 5 7 0.05 

        try 3 50 0.33 

        trying 6 16 0.11 

        understan

d 

10 13 0.09 

        understan

ding 

13 2 0.01 

        

 

Tota

l 541 3.55 
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Word Length Count 
Weighted 

Percentage 
(%) 

everybody 9 17 0.11 

everyone 8 14 0.09 

together 8 10 0.07 

us 2 19 0.13 

we 2 171 1.14 

we’re 5 44 0.29 

we'll 5 6 0.04 

we've 5 12 0.08 

our 3 22 0.15 

ourselves 9 3 0.02 

  Total 318 2.12 

theirs 6 2 0.01 

them 4 112 0.75 

themselves 10 3 0.02 

they’re 7 28 0.18 

they'll 7 2 0.01 

they've 7 4 0.03 

you 3 493 3.28 

you’re 6 45 0.30 

you've 6 3 0.02 

  Total 692 4.60 

I 1 1096 7.30 

I’m 3 159 1.06 

I’ve 4 69 0.46 

Me 2 117 0.78 

my 2 174 1.16 

myself 6 6 0.04 

  Total 1621 10.80 

        

"Soft" 
words 

      

"Neutral" words 
  "Hard" words 
  "Collaborative"  pronouns  
  "Second or Third Person" 

pronouns 
  "Personal" pronouns 
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Appendix P 

Audit Trail Chart 
Reference 

Number  

Refers to the directory number assigned to each citation. This column is listed in 

chronological order. I = Interview L=Line number p=page number  

Participant  Refers to the name of the participant being cited.  

Document 

Name  

Refers to the name of the document being referenced. See the chart below for 

examples:  

 Name  Reference Document  

 Angelina 1 –Interviewee #1  First Interview with Angelina –February 27, 

2012 

 Angelina 2 –Interviewee #1  Second Interview with Angelina – March 14, 

2012 

 Na Na-Observation not held 

 Angelina 3 – Interviewee #1 Email Follow Up Question- April 1, 2012 

 Shannon 1 –Interviewee #2  First Interview with Shannon-February 29, 2012 

 Shannon 2 –Interviewee #2  Second Interview with Shannon – March 30, 

2012 

 Shannon 3 –Interviewee #2  Observation of Shannon- April 10, 2012 

 Shannon 4 – Interviewee #2 Email Follow Up Question-April 2, 2012 

 Andrea 1 –Interviewee # 3  First Interview with Andrea-February 29, 2012 

 Andrea 2 – Interviewee # 3  Second Interview with Andrea –March 28. 2012 

 Andrea 3 – Interviewee #3 Observation of Andrea- February 29, 2012 

 Andrea 4 – Interviewee #3 Email Follow Up Question-April 3, 2012 

 Vivian 1 – Interviewee #4 First Interview with Vivian-March 6. 2012 

 Vivian 2 – Interviewee #4 Second Interview with Vivian- April 1, 2012 

 Vivian 3 – Interviewee #4 Observation of Vivian- March 9, 2012 

 Vivian 4 – Interviewee #4 Email Follow Up Question- April 1. 2012 

 Emma 1 –Interviewee # 5 First Interview with Emma –March 8, 2012 

 Emma 2 – Interviewee # 5 Second Interview with Emma-March 19, 2012 

 Emma 3 – Interviewee #5 Observation of Emma-April 11, 2012 

 Emma 4 – Interviewee #5 Email Follow Up Question- April 1, 2012 

 Suzy 1 – Interviewee #6 First Interview with Suzy- March 8, 2012 

 Suzy 2 – Interviewee #6 Second Interview with Suzy-March 22, 2012 

 Suzy 3 – Interviewee #6 Observation of Suzy – April 11, 2012 

 Suzy 4 – Interviewee #6 Email Follow Up Question- April 1, 2012 

 

Example: … Again, know the people that you work with and the individual needs 

[I12L5p1]. 

Referencing the Audit Trail Chart, locate the number encased in brackets at the 

end of the citation. This number can be found in the first column entitled Reference 

Number.  
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Reference Number  Participant  Document 

Name  

I12L5p1 Angelina Angelina 2  

Moving from left to right, in column one, entitled Reference Number, you will 

learn that this was Interviewee #1, first interview, line 5, page 1. In column two, entitled 

Participant, you will learn that the citation was made by Angelina. Column three, entitled 

Document Name, lets you know that the citation was made during the second interview 

with Angelina. 

Reference Number  Participant  Document 

Name  

I11L4p1 Angelina Angelina 1 

I14L2p1 Angelina Angelina 4 

I11L25p1 Angelina Angelina 1 

I11L3p2 Angelina Angelina 1 

I11L22p2 Angelina Angelina 1 

I11L16p4 Angelina Angelina 1 

I11L20p4 Angelina Angelina 1 

I11L32p5 Angelina Angelina 1 

I11L18p4 Angelina Angelina 1 

I14L5p1 Angelina Angelina 4  

I21L16p4 Shannon Shannon 1 

I21L37p2 Shannon Shannon 1 

I21L13p5 Shannon Shannon 1 
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I21L16p3 Shannon  Shannon 1 

I21L44p6 Shannon Shannon 1 

I21L40p7 Shannon  Shannon 1 

I21L18p8 Shannon  Shannon 1 

I24L1p1 Shannon  Shannon 4 

I24L3p1 Shannon Shannon 4 

I31L3p2 Andrea Andrea 1 

I31L6p3 Andrea Andrea 1 

I31L17p6 Andrea Andrea 1 

I31L11p4 Andrea  Andrea 1 

I31L3p4 Andrea Andrea 1 

I31L19p4 Andrea Andrea 1 

I34L6p1 Andrea Andrea 4 

I41L11p1 Vivian Vivian 1 

I41L17p1 Vivian  Vivian 1 

I41L6p2 Vivian Vivian 1 

I41L32p3 Vivian Vivian 1 

I41L33p4 Vivian Vivian 1 

I41L36p4 Vivian Vivian 1 

I41l4p4 Vivian Vivian 1 

I44L1p1 Vivian Vivian 4 

I51L11p1 Emma Emma 1 

I51L44p2 Emma Emma 1 
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I51L14p9 Emma Emma 1 

I51L27p3 Emma Emma 1 

I51L27p3 Emma Emma 1 

I52L3p1 Emma Emma 2 

I61L22p1 Suzy Suzy 1 

I61L15p4 Suzy Suzy 1 

I61L26p4 Suzy Suzy 1 

I61L13p5 Suzy Suzy 1 

I61L24p3 Suzy Suzy 1 

I63L10p1 Suzy Suzy 3 
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Appendix Q 

IRB Approval 

 
February 6, 2012 
 
Sylvia Mendez-Morse 
Curriculum & Instruction 
Mail Stop: 1071 
 
Regarding: 503232 Little Ladies Should Be Seen and Not Heard: A Study in 
Atypical Communication Styles of Female Educational Leaders 
 
Dr. Sylvia Mendez-Morse: 
 
The Texas Tech University Protection of Human Subjects Committee has 
approved your proposal referenced above. The approval is effective from 
February 4, 2012 to January 31, 2013. This expiration date must appear on all of 
your consent documents. 
 
We will remind you of the pending expiration approximately eight weeks before 
January 31, 2013 and to update information about the project. If you request an 
extension, the proposal on file and the information you provide will be routed for 
continuing review. 
 
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 

An EEO/Affirmative Action Institution 


