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ABSTRACT 
This research analyzed the Distributed Leadership Model (DLM) application in 

four public schools.  The research problem links up to three research questions.  The 

premise of the research lies on the assumption that the DLM when applied in concert 

with other leadership may provide educational leaders and researchers with pathways 

for enhancing leadership problem solving and decision making, and student 

performance. 

The DLM from MIT contains four interrelated competencies, three lenses, and 

a component for individual generated change.  This research analyzed the DLM’s 

application to principals, assistant principals, and teacher leaders that coalesce into 

distributed leadership praxes.  Via a mixed methods and the embedded design, the 

quantitative data supported the qualitative data. 

The findings revealed that the DLM potentially is a conceptual tool to assess a 

school’s propensity for distributed leadership.  Additionally, a possible benefit of the 

DLM is enhancing the leadership capacity of public school leaders. 
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CHAPTER I 

INTRODUCTION 
Leadership grounded by plausible theoretical frameworks and praxis is a 

turnkey to quality public education.  Furthermore, leadership dispersed via a variety of 

stakeholders’ proficiencies in support of instruction improves schools.  Two primary 

responsibilities of educational leaders are problem solving and making decisions with 

an underlying focus on what is in the best interests of students instructionally and 

socially (Elmore, 2003).  Pinker (2002) argued that the prime directive for 21st century 

school leaders is to extend and afford pupils the mental means for comprehending and 

functioning in the modern world.  Similarly, Aldridge and Goldman (2006) posited 

that educators must address three cardinal questions regarding (a) the functions of 

schools, (b) the way schools work, and (c) the important lessons learned from 

American history.  The answers to these questions might serve as celebratory 

springboards for school leaders’ to proactively problem solve and make decisions 

related to change in the 21st century.  In the same vein, Wimpelberg (2005) proposed 

that addressing the functions of schools with further investigation is a major question 

worthy of continual pursuit. 

According to a report by Aud et al.(2010), the United States with an 

approximate population of 287 million produced a school enrollment that reached an 

estimated 49.3 million students.  Additionally, an enrollment projection showed 52.3 

million students would attend public schools by 2016.  This is an approximate increase 

of three million students.  Furthermore, it is projected that pubic school enrollment in 
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Texas will increase by minimum of 20%.  For the academic year of 2006-07, 73.9 

percent of incoming freshman graduated from high schools.  In 2007-08, a workforce 

of approximately 3.5 million teachers and 118,400 principals worked in public 

schools. 

Public school principals, as stewards of their respective schools, with bestowed 

authority by democratically elected authorities, are forefront leaders.  Moreover, as 

leaders, authority-associated responsibilities necessitate principals to have a plethora 

of capabilities.  Some of the capabilities include innovating and maintaining 

conceptual agendas for problem solving and making decisions that benefit pupils.  

Underlying these capabilities are intrinsic motivation, moral standards, and ethical 

benchmarks (Stefkovich & Begley, 2007).  However, principals cannot single 

handedly and in heroic roles adequately address the multiple and complex issues that 

public schools encounter.  Instead, distributed leadership in concert with other 

theoretical models of leadership may be a pathway for attaining the conceptual 

agendas related to providing a quality education to all students (Elmore, 2004).  

Starratt (2000) contended that a quality education encompasses cultivating a value for 

blending distributed leadership’s emphasis.  The blending encompasses dispersal of 

expertise with democratic leadership that champions involvement, innovation, 

transparency, caring, and integrity. 

Distributed leadership uses the dispersed expertise of multiple leaders, formal 

and informal, instead of sole reliance on heroic efforts among single superintendents 

and principals (Elmore, 2003).  The strengths associated with distributed leadership 
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derive from collective outcomes that exceed the outcomes of multiple leaders working 

individually (Woods, Bennett, Harvey, & Wise, 2004).  Firestone and Louis (1999) 

maintained that when leaders consciously expand collaboration, and once school 

leaders nurture a committed and diverse network of backers, a higher probability 

develops that strong customs for quality will emerge and become institutionalized.  In 

school communities, a convergence of strong customs and distributed leadership are 

essential in coping with changes emanating from the pressures of external and internal 

factors. 

Leithwood, Louis, Anderson, and Wahlstorm (2004b) conducted a review of 

the literature and reported 10 mutually dependent varying elements that affect student 

learning in schools.  Leadership was a central element interrelated with the following: 

1. Leaders of states, legislation of policies, and enforcement of regulations, 

2. Leaders of school districts, and policy formulation and application, 

3. Student demographics and family unit background, 

4. Leadership within the schools, 

5. Stakeholders such as district taxpayers, board of trustees, business owners, 

and others 

6. Environments within schools, 

7. Continuing education for faculty, 

8. Evaluation of students, pedagogy, and curriculum, 
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9. Continuing education for school leaders, and  

10. Instructional outcomes of students. 

The aforementioned factors generate potentially contentious issues attributed 

to change.  Weick (2006) maintained that to manage tension we require attentive 

monitoring, elevated conceptualization, and self-discipline for facilitating distribution 

to counter restrictions.  Change requires school leaders to tap collectively and 

intuitively into their foresight, people skills, creative thinking, and ability to determine 

the reality of situations and experiences (Ancona, 2005).  These requirements suggest 

a distributed approach to leadership.  For school leaders, this implies the watchful and 

attentive distribution of ideas based on innovative application of leadership theories. 

Contentious issues spring from national and state accountability systems in 

U.S. public schools.  Accountability systems appear paradoxical to some educational 

leaders.  The paradox lies in regulatory continued improvement of student 

performance coupled with sanctions and interventions exclusively based on student 

performance on assessments.  The accountability systems generate anxiety and 

tensional pressures on superintendents, principals, teachers, and their local 

communities to improve the performance of all student groups.  In addition, 

accountability systems generate pressure on students and their parents, with such 

implications as promotion and graduation.  Consequently, this places campus leaders 

and teachers on the front lines in dealing with pressures.  Additionally, 

demographically, school districts with populations of low socioeconomic and minority 

students are on the front lines of sanctions and interventions (Elmore, 2003). 
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Robinson, Lloyd, and Rowe (2008) in a meta-analysis of the literature from 

1978 to 2006 related to leadership and student performance found that public schools 

increasingly reflect unique cultural diversity.  Nested in politically affected 

communities, cultural diversity has amplified expectations on school leaders to 

improve student outcomes.  Leadership and instructional expectations coupled with 

reform initiatives generated issues requiring leadership awareness and strategic 

responses.  Therefore, an amplified awareness of and response of national and state 

leaders took aim to reduce the achievement disparity between student groups (such as 

in ethnicity and socioeconomic status). 

According to Marks and Nance (2007) in a quantitative study of 8,524 U.S. 

principals who responded to a survey, Texas is one of 10 states that has an 

accountability system with high impact.  For example, initiatives like closing the gaps 

in reading and math achievement between student groups in general education and 

special education.  In Texas, educational leaders of public school districts are in the 

vortex of four converging interrelated accountability systems as illustrated in Figure 

1.1.  The four systems, two state and two federal, feature potential sanctions and 

interventions for noncompliance by state and federal educational agencies. 

The first state system is the Academic Excellence Indicators System (AEIS) 

(Texas Education Agency, 2006). Under AEIS, the Texas Assessment of Knowledge 

and Skills (TAKS), a criterion-reference assessment program, requires students in 

grades 3-12 to meet predetermined expectations in instructional areas (e.g., reading, 

writing, mathematics, science, and social studies).  Additionally, in the academic year 
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of 2008-09, the AEIS included students with eligibilities under the Individuals with 

Disabilities Education Improvement Act (Public Law 108- 446: IDEA 2004).  The 

new assessments included TAKS Accommodated (TAKS A), TAKS Modified (TAKS 

M), and TAKS Alternative (TAKS Alt).  The test results from these tests affect the 

accountability ratings of school districts and individual schools.  Additionally, the 

results have graduation implications for students in the 12th grade.  Beginning in the 

2011-2012 school year, the State of Texas Assessments of Academic Readiness 

(STARR) will replace TAKS.  The STARR standards are expected to be more 

rigorous for students in grade levels 3-12 including 12 end-of course exams for high 

school students (Texas Education Agency, 2010). 

The second  Texas accountability system is Performance-Based Monitoring 

Analysis Systems (PBMAS) (Texas Education Agency, 2008b) mandated by the 

Texas legislature in 2003.  Through PBMAS, the Texas Education Agency (TEA) 

monitors the compliance of the 1,229 school districts that have programs for special 

population of students. The school districts annually submit data for analysis to TEA.  

Some examples include analysis of programs such as English as a Second Language 

(ESL), Gifted and Talented (GT), and Special Education. 

The third accountability system consists of federal accountability or Adequate 

Yearly Progress (AYP) required by the No Child Left Behind Act (NCLB) of 2001 

(Texas Education Agency, 2008a).  AYP applies to school districts that rely on federal 

funds to supplement their instructional budgets for low socioeconomic status students.  
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AYP includes students’ TAKS scores in reading and mathematics for district and 

campus ratings.  Additionally, AYP takes in graduation and attendance rates.  

The fourth accountability system is the State Performance Plan (SPP).  The 

SSP assesses the state’s implementation of IDEA mandates through the Texas 

Continuous Improvement Process (TCIP).  From the TCIP data, the TEA submits an 

Annual Performance Report (APR) to the United State Department of Education 

(USDE).  One example is compliance by school districts in providing a free and 

appropriate education (FAPE) in the least restricted environment (LRE) to students 

with disabilities.  Another example is school districts eliminating disproportionate 

identification of student groups in special education. 
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Figure 1.1.  Converging accountability systems with potential interventions and 
sanctions applied to public school districts in Texas. 

The emergence of accountability systems at the federal and state levels has 

placed ever-pressing demands on educational leaders in public schools.  The demands 

demonstrate a need for leadership.  Distributed leadership, when practiced in concert 

with other theories in the leadership continuum, may provide educational leaders with 

a conceptual tool for attaining and exceeding the instructional standards of 

accountability systems.  This conceptual tool potentially may enhance their leadership 

problem solving and decision-making skills that advance student performance.  
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Moreover, the mixed-methods study reported herein explored how educational leaders 

and researchers may practically apply a theoretical model of distributed leadership  

The theoretical framework is the “Distributed Leadership Model” (DLM) 

(Senge, 2006, para. 2).  A group of faculty members from the Sloan School of 

Management at the Massachusetts Institute of Technology (MIT) developed the DLM. 

The DLM’s critical attributes include four interrelated leadership competencies 

complemented by a component for individual generated change and three lenses for 

simultaneously viewing leadership situations (Ancona, 2005).  Reference to the 

literature in educational leadership research establishes a theoretical link between the 

DLM and distributed leadership in public education.  The link has common leadership 

threads that include systematic communication and shared decision making to address 

complex problems related to change.   

According to Leithwood et al. (2004a), three critical attributes of educational 

leadership are paramount.  First, communication with clarity creates paths for change 

centered on collective beliefs and monitors the change process.  Second, enable 

continuing education opportunities for all members of an organization.  Third, 

redesign the organization to support pedagogy and schooling.  Additionally, school 

leaders can influence the education of students by developing a credible vision.  A 

vision facilitates professional development of instructional facilitators with a 

commitment to improving the instructional settings and outcomes of all students.  The 

impetus for instructional improvement is systematic, shared, and sustained 

commitment by both school leaders and classroom teachers (Fullan, 2005, 2006).  This 
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obligation generates a need for research that investigates how leaders can attain the 

aforementioned priorities via continuing education (Leithwood et al., 2004a).  One 

area of research that holds such potential is distributed leadership.  The creativity of 

organizations of responsibleness lies in their collective willingness for leadership 

practice in a distributive manner rather than by vested power and position 

(Sergiovanni, 2005).  Therefore, the emphasis is on dispersed sources of leadership 

instead of top-down or positionally driven decision-making. 

Related to the endorsement of distributed leadership, the National Policy Board 

for Education Administration (NPBEA) developed the six Interstate School Leaders 

Licensure Consortium (ISLLC) Standards (Council of Chief State School Officers, 

2008e).  According to Murphy (2005), the NPBEA designed the ISLLC Standards as a 

framework for the learning, achievement, and proficiencies of aspiring leaders and the 

educational leadership curriculum of higher education programs.  Additionally, the 

standards’ global intention placed the primary responsibility of advancing instruction 

and scholarship for all students on educational leaders (Council of Chief State School 

Officers, 2008a; Murphy, Yff, & Shipman, 2000). 

An endorsement of distributed leadership within the ISSLC Standards occurred 

in 2008 from educational policy organizational groups representing at least 24 states.  

This included the Council of Chief State School Officers (CCSSO).  In collaboration 

with the Wallace Foundation, the NPBEA released the Educational Leadership Policy 

Standards: ISLLC 2008, with continued reinforcement of the 1996 ISSLC Standards.  

Standard 3 in Function D, endorsed academic success through the practice of 
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distributed leadership.  Furthermore, in Standard 3, educational leaders foster the 

achievement for all students by making certain that the administration, coordination, 

and capital of learning intuitions are secure, cost effective, and effect schooling 

conditions.  In Function D, educational leaders cultivate the capability for distributed 

leadership (Council of Chief State School Officers, 2008a) to further enhance success 

of students.  The NPBEA cited 19 studies on management and leadership in support of 

distributed leadership development.  The NPBEA study reported in crafted detail 

herein, Chapter II, Review of the Literature, provides a review, analysis, and synthesis 

of nine out of 19 NPBEA cited studies applicable to this present study. 

This initial reference to distributed leadership in the business and education 

literature (Ancona, 2005; Council of Chief State School Officers, 2008e; Fullan, 2005, 

2006; Leithwood et al., 2004a; Senge, 2006; Sergiovanni, 2005; Shipman & Murphy, 

2000) has three objectives.  First, is to establish a rationale for exploring the DLM’s 

application to educational leadership practice and research.  Second, is to assert a 

theoretical connection of the DLM to the research problem of this present study.  

Third is to foreshadow a more comprehensive review of the literature (Kilbourn, 2006) 

in Chapter II concerning the DLM and other distributed leadership theoretical models 

in education. 

By applying the DLM, I intended to examine how leaders in selected public 

schools enhanced their capacity for distributed leadership that may facilitate the 

advancement of student performance.  Specifically, this study examined and analyzed 

how public school principals, assistant principals, and lead teachers in tuned with their 
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school faculties formulate a vision, build relationships, invent, map out strategies, and 

utilize personal experiences that coalesce into distributed leadership praxes. 

Background of the Study 

As mentioned in the introduction to this study, leadership grounded in theory is 

a keystone in educational leadership and research.  Theory generates frameworks for 

research agendas to improve schools and meet the demands of local, state, and federal 

accountability systems.  A framework that facilitates strategies to capitalize on 

participative or shared expertise in an organization is distributed leadership.  The 

investigative application of a distributed leadership framework from the literature, the 

DLM, is the background for this study.  The background stems from preceding 

literature on organizational and educational leadership.  The literature both pragmatic 

and theoretical supports this study’s introduction and the relevance of the problem 

statement. 

A practical application of distributed leadership, when viewed in concert with 

other theories in the leadership continuum, may provide a conceptual tool (Ancona, 

2005; Ancona, Kochan, Scully, Maanen, & Westney, 2005f; Spillane, 2006; Spillane 

& Diamond, 2007) to educational leaders for tapping the experience and potential of 

others.  Additionally, the practice of distributed leadership may enhance problem 

solving and decision-making skills that may lead to the improvement of student 

performance in public schools.  
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Leithwood and Duke’s review of the literature from 1985 to 1995 of four 

journals of educational leadership reported six types of leadership praxis including 14 

subcategories (1999).  Leadership types applicable to this study are participative and 

shared as a subcategory.  Furthermore, leadership is a central element that affects 

student learning in schools (Leithwood et al., 2004b).  Participative and shared 

leadership in educational research parallel distributed leadership (Spillane, 2006).  

Additionally, from organizational leadership studies, Ancona (2005) provided a model 

for distributed leadership practice, the DLM.  This reference to distributed leadership 

in the literature establishes the general context for the present study’s justification and 

linkage to the research problem. 

The parallels of participative leadership and shared leadership to distributed 

leadership further imply influences from moral and democratic leadership models 

(Leithwood & Duke, 1999).  Dating back nearly a century, Dewey (1916) argued that 

a democratic society creates conditions of membership for all of its affiliates via 

inclusive equality.  Valuing inclusivity and equality safeguards workable changes of 

organizations by means of communication among its diverse and interrelated 

membership.  Leithwood et al. (2004a) contended that within a democratic society is a 

responsibility for instructional accountability through school reform initiatives that 

focus on advancing the importance of teaching and learning.  Two primary educational 

arenas for this transformation occur via classroom instruction and leadership practice.  

Furthermore, instructional responsibility seeks to maximize the educational 

performance of all students and transition them from high school to society. 
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Pinker (2002) emphasized Donald E. Brown’s List of Human Universals.  The 

Human Universals, widespread human characteristics posited for application to this 

study include:  (a) a manner of handling discord, (b) leadership, (c) opposition to 

exploitative authority and governance, and (d) conception of oneself with a desire to 

be positive.  These characteristics place value on conflict resolution, leadership, 

equity, and constructive inclinations.  Qualitative awareness and confidence in human 

nature’s propensity for good is important for school leaders.  Believing in the good of 

people facilitates problem solving and decision-making when countering fallacies of 

human nature.  Bennis (1989) cautioned that human beings can impede leadership by 

overindulging in obtaining authority within their positions of power for self-rule 

purposes.  In schools, self-rule can manifest with the creation of bureaucratic systems 

that distance leaders from students and teachers. 

In brief, the background of this study builds a theoretical argument for 

distributed leadership as a framework for supporting classroom instruction and 

leadership practice in public education.  The application of the DLM may provide 

innovate pathways for countering the demands associated with change and reform.  

Change and reform with projected increases of public school students from diverse 

backgrounds present school leaders with challenges for developing an assortment of 

leadership capabilities.  The problem statement of the study accentuates the need for 

school leaders to have at their disposal an array of leadership competencies.  This 

includes distributed leadership. 
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Statement of the Problem 

The research problem focuses on three related questions pressing on 

educational leadership researchers and practitioners.  The first is how do school 

leaders manage and lead amid a myriad of demands associated with ongoing change 

outside and within their school districts? (Leithwood et al., 2004a)  Second, what 

theoretical frameworks and methodologies do researchers employ to address the issues 

and problems? (Levin, 2006)  Third, how do investigators transform education 

research into practice for educational leaders? (Levin 2006)  On the whole, change and 

its associated problematic atmosphere resonates a compelling obligation in the best 

interest of students to pursue empirical research on what is effective leadership 

practice (Slavin, 2004).  It is imperative for leadership to cope with change and its 

affects on school culture. 

According to Firestone and Louis (1999), culture in schools is circular, which 

potentially is problematic for the school principal.  Paradoxically, culture is 

problematic because the principal is a major turnkey in implementing change either by 

assertiveness or pulling back with staff in institutionalizing new ideas.  Furthermore, 

in sustaining change, the principal cannot solely manage everything and must by 

necessity model leadership that values inclusiveness.  Inclusiveness lends itself to 

distributed leadership, where the combined expertise of pluralities may more likely 

result in the achievement of the school’s objectives.  Counter to inclusiveness and 

distributed leadership is decision-making by a small select number.  A distributed or 

dispersed approach to leadership is in contrast to decision making by control, 
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authority, and traditional hierarchical position.  However, potentially in contradiction, 

distributed leadership may generate power-related tensions between leaders of 

traditional and distributed models.  Therefore, three potentially problematic questions 

arise.  What theoretical framework can principals employ in concert with other leaders 

(i.e., formal and informal) that taps the potential strengths of distributed leadership?  

What theoretical framework provides school leaders a tool to offset inclinations within 

a school culture toward a narrowed scope of inclusive decision-making?  Additionally, 

how, within a theoretical framework, can principals and other leaders cultivate a value 

for distributed leadership and decision-making that may improve students’ 

instructional outcomes? 

The literature provides examples of the aforementioned potentially problematic 

questions pertaining to change and culture.  Farkas, Johnson, Duffett, Foleno, and 

Foley (2001) measured how superintendents and principals dealt with external and 

internal pressures.  The report included a mail out of questionnaires to 2,500 

superintends and 4,000 principals with a response rate of 34% for superintendents and 

23% for the principals.  Additionally, the authors interviewed 22 individuals.  Eighty-

one percent of the superintendents and 47% of the principals revealed that political 

pressures and bureaucratic restrictions would be the primary reasons for leaving the 

profession.  In addition, superintendents suggested additional pressures emanated from 

the lack of leadership and management skills of principals in 12 out of 13 skill areas.  

An average of only 27% of the superintendents viewed principals positively in skill 

areas.  These areas included recruiting teachers, decision-making, delegating, teacher 
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involvement, public relations, motivation, communicating a vision, mentoring 

administrative interns, utilizing technology, relations building with varied interest 

groups, and holding the line on staff for results.  In contrast, 65% of the 

superintendents viewed the principals positively in placing a priority on meeting the 

needs of students. 

In a second report Farkas, Johnson, and Duffett (2003) surveyed 3,000 

superintendents and 4,400 school principals with a response rate of 34% from 

superintendents and 21% from principals.  The report’s main finding showed that 62% 

of the superintendents consider a high-quality principal as pivotal to an effective 

school.  Forty-seven percent of the principals rated their superintendents as excellent 

and 35% good.  In a finding regarding the nature of the leadership role, 79% of the 

superintendents and 69% of the principals concurred that their jobs were persistently 

pressurized and greatly visible. 

To further illustrate, a recent survey (Vogt, 2008) by the American Association 

of School Administrators (AASA) of 5,407 superintendents with 546 completing the 

survey (10% completion rate), revealed problems associated with rising fuel costs.  

The rising costs forced their respective school boards to make difficult budget 

reduction decisions.  Consequently, these reductions led to directives from 

superintendents for school principals to make adjustments with fewer bus routes, 

personnel, field trips, athletic trips, supplies, and less energy consumption.  Such 

cutbacks in resources produced a priority for principals and other school leaders to 

communicate realistically and confidently to the school’s stakeholders that despite the 
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cutbacks, the reductions did not lessen services and the quality of educational 

programs.  Such communication is a leadership response that makes sense of the 

situation, visualizes a unified course of action, and generates new ideas to neutralize 

the negative effects (Ancona, Malone, Orlikowski, & Senge, 2007).  Informed 

leadership responses are critical to school principals who must continue to meet 

accountability requirements such as No Child Left-Behind (NCLB). 

These problems and the associated educational leadership expectations are 

potentially complex, problematic, and tension producing.  However, arguably, 

practicing distributed leadership leaders (superintendents, central office 

administrators, principals, assistant principals, and teacher leaders) bring a positive 

counterbalance to evolving issues.  Levin (2006) emphasized that rapid, ever-changing 

requirements of leaders in education make it almost impossible to stay abreast of 

associated disciplines of study, professional development, and praxis.  As a result, 

educational leaders and researchers in this millennium must seek creative ideas to 

improve leadership practice in addressing the issues that originate from pressure and 

discord (Hughes, 2005). 

In summary, the aforementioned problems and questions associated to change 

and reforms require additional research.  The DLM may be one theoretical model that 

provides insights into solutions.  Currently, research on the application of DLM to 

educational leadership is minimal.  Illustrated in Figure 1.2 is a synthesis of the 

problems of this study.  
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Educational
Leaders and 

Teachers 

The Literature  
and 
Researchers  

Students  
 Public Schools

Culture 

Transforming Theory into Practice  
Theoretical Frameworks and Methodologies 

The Distributed Leadership Model

Leading and Managing Amid Change and Reform 
External and Internal Factors 

Figure 1.2.  The study’s research problems linked to change and reform in public 
education. 

Purpose of Study 

The purpose of this study was to gain insight into potential applications of a 

distributed leadership theoretical framework, the DLM (Ancona et al., 2007), to 

principals, assistant principals, and teacher leaders in public schools.  Furthermore, the 

study gauged the benefit of the DLM to leadership practice including problem solving 

and decision making that may ultimately benefits students.  The study incorporated a 

mixed-methods research design to answer three research questions (quantitative, 

qualitative, and mixed methods) (Drew, Hardman, & Hosp, 2008; Greene, 2007; Jupp, 

2006; McMillan & Schumacher, 2001).  The intended audiences are educational 

leaders (i.e., superintendents, principals, assistant principals, and teachers) and 

researchers. 
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By applying the DLM to educational leadership and research, I posited 

inferences on how educational leaders in public schools may be able to integrate 

distributed leadership and their experiences with other leadership models for 

enhancing leadership practice.  Three areas of practice would include (1) decision-

making, (2) problem solving, and (3) student performance.  I aligned these areas of 

practice with three research lenses.  I investigated how principals in concert with other 

leaders’ decision-making create conditions (e.g., school culture, communication 

clarity, faculty morale, etc.) that are conducive to improving instruction and student 

performance (e.g., formative assessments, summative assessments, leadership, 

behavior, etc.).  I studied how principals in collaboration with school leadership teams 

(e.g., Admission, Review, and Dismissal Committee [ARDC] vis-à-vis Special 

Education and IDEA, Student Support Team [SST], Department Heads Committee, 

Campus Planning and Objectives Committee [CPOC], and the like) may enhance 

leadership practice.  I examined how principals and respective leadership teams 

improvise to enhance problem solving related to change.  Weick (2007) in a keynote 

address to the Organizational Behavior Teaching Conference mentioned that 

beneficial change involves improvisation.  Improvisation is a reciprocal process of 

knowledge acquisition and wisdom developed by discontinuing embedded practices 

that deter acting on problems.  This would include leadership and student 

performance. 

In summary, the purpose of and rationale for this study was to construct 

original evidence supported by research from the literature to investigate the practical 
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application of DLM to educational leadership and research.  Applying the DLM to 

educational leadership and research generates insights and new ideas, approaches, and 

solutions to the expectations and standards of accountability and other reform 

mandates.  Accountability and reform heighten the need for research.  In the midst of 

accountability and reform for the improvement of all student groups’ achievement, 

this requires superintendents, principals, and teachers to improve their leadership 

capacity.  A capacity for distributed leadership may occur in the development of 

trustful reciprocal relationships where communication of relevant information is 

genuine in pursuit of a progressive school. 

Argyris (1976) cautioned that controlling unilaterally, such as dissemination of 

credible knowledge, will lessen the discourse for ideas and credible feedback.  

Furthermore, Argyris implied an endorsement of a distributed leadership as an 

antidote for the cognitive dissonance that emanates from undemocratic practices.  

Elmore (2005) asserted that democracy underpins education.  Democracy includes a 

linkage between the schools’ instructional arrangements and a theoretical framework 

of an administrative division of government, an exchange of rights and privileges, and 

accountability.  The interplay of agency and reciprocity involves the mutual consent of 

students and teachers to engage in reciprocal educational efforts and sharing 

information that benefit both.  The teachers teach students with their experiences and 

students teach teachers by demonstrating their learning.  The embodying of a strong 

value for the interplay between these democratic factors enhances a school’s response 

to the demands of accountability. 
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Significance of Study  

The significance of this study lies in the potential to provide the educational 

leadership community new knowledge and an “evidential argument” (Kilbourn, 2006, 

p. 3) related to the application of a distributed leadership model, the DLM, in public 

schools.  The application of the DLM supported by a mixed methods study with three 

research questions may reveal constructive insights for aiding principals, other leaders 

(e.g. superintendents, assistant principals, and teachers), and researchers.  According 

to Eisner (1998), the principals’ role by its very nature can be isolating thus limiting 

interaction and the receiving of valuable feedback from peers related to their faculty 

and pupils.  Accordingly, principals can benefit from helpful and recorded critiques 

that provide them with a barometer to gauge their leadership position  Additionally, 

Senge et al. (2000) stressed the importance of capitalizing on feedback among 

educational stakeholders to develop higher levels of comprehension of the process of 

improving schools. 

In conclusion, this study’s evidential argument posits three significant 

implications from the study.  First, the methodology and findings could spur the 

interest of other researchers in educational leadership to replicate the study and 

contribute to the literature.  Second, a professional development blueprint for a 

distributed leadership module may evolve for school districts seeking leadership 

development programs.  Third, a university may integrate the study’s conceptual 

framework as a source of further research into its educational leadership curriculum. 

 22



Texas Tech University, Ricardo Molina, May 2011  

Overview of Methodology 

The mixed-methods research design for this study highlights the embedded 

design Creswell and Clark (2007).  The rationale underlying the selection of the 

embedded design is for complementarity (Greene, Caracelli, & Graham, 1989) 

purposes.  The study reported herein is based on three research questions with a focus 

on studying the application of the DLM, a theoretical framework.  Answering the 

research questions requires supporting quantitative data embedded into the primary 

qualitative data, as a result, necessitating a mixed methods research design. 

The embedded design for this study integrates a qualitative paradigm as the 

dominant method and a quantitative paradigm as the less dominant method.  The 

qualitative data collected from multiple case studies is weighted and facilitates 

exploration (Baxter & Jack, 2008) and induction (Smith, 2008) for researching the 

problem statement (Creswell & Clark, 2007).  The quantitative data obtained via a 

questionnaire and analyzed through descriptive statistics, expands, supports, and adds 

depth to the qualitative data deductively (Smith, 2008).  Furthermore, the analyzed 

quantitative data, embedded into the qualitative data, provide key support for 

qualitative data analysis.  A mixed-method study with complementarity purposes 

searches for more inclusive, profound, and widespread viewpoints on a similar 

multifaceted shared experience (Greene, 2007).  In summary, the present study’s 

mixed-method research design is the embedded design with complementarity purposes 

and three research questions.  The intent of the methodology is to invoke a coherent 

focus in addressing the problem statement and purpose of the study in order to answer 
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the research questions.  Chapter III provides a more in-depth discussion of the 

methodology. 

Research Questions 

Tashakkori and Teddlie (1998) emphasized the primacy of mixed-methods for 

answering the research questions versus contemplation of selecting a qualitative or 

quantitative scheme.  Additionally, the integration of research questions with a mixed 

methods design is conducive to connecting qualitative and quantitative elements.  As a 

result, this study comprises a triad of research questions within a mixed methods 

design that incorporates quantitative, qualitative, and mixed data.  The research 

questions reflect degrees of data.  The first question features quantitative supportive 

data from a questionnaire categorized into 10 variables.  The second question 

incorporates primary qualitative data from four school-based schools.  The third 

question integrates mixed methods for embedding quantitative data with the 

qualitative data that result in inferences and posited implications.  Cumulatively, the 

three questions establish a link to the problem statement, purpose, and theoretical 

framework of the study (Calabrese, 2006).  The three questions are the following: 

1. How do the variables associated to “The Heart Smart Organizational Diagnosis 

Questionnaire” administered to the faculties of four public schools impact 

distributive leadership practice (quantitative)? 

 24



Texas Tech University, Ricardo Molina, May 2011  

2. In what ways do principals, assistant principals, and teacher leaders in four 

public schools practice distributive leadership via the application of the DLM 

(qualitative)? 

3.  From the embedded quantitative data with the primary qualitative data, what 

inferences and implications emerged regarding the DLM application to 

educational leadership and research (mixed methods)? 

The three research problems pressing on educational leadership researcher and 

practitioners previously mentioned in this chapter directly relate to the research 

questions.  The first problem, leading and managing amid a myriad of demands 

associated with ongoing changes (Leithwood et al., 2004) is a linked with the first 

research question.  A questionnaire administered to four public school-based faculties 

provided quantitative data categorized into 10 variables.  The data reflected the 

faculties’ perceptions of their respective schools amid an atmosphere of district 

reforms.  The second problem, what theoretical frameworks and methodologies do 

researchers employ to address the issues and problems (Levin, 2006) relates to the 

second research question.  The qualitative data obtained from interviews, observations, 

and field notes from 12 participants (principals, assistant principals, and teacher 

leaders) in four public schools enabled the application of a theoretical framework 

(DLM) to educational leadership and research.  The third problem, how do 

investigators transform education research into practice for educational leaders (Levin, 

2006), is connected to the third research question.  The mixed methods design that 

included supportive quantitative data embedded to primary qualitative data generated 
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a theoretical platform for making inferences that linked research into practice for 

educational leaders. 

Moreover, the research questions results theoretically reflected inferences and 

implications related to the DLM applied to the practice of educational leaders in four 

public schools.  “The framework begins with four key leadership/capabilities: 

Sensemaking, Relating, Visioning, and Inventing.  Added to these capabilities is the 

notion of change ‘signature’—your own unique way of making change happen.” 

(Ancona, 2005, p. 2)  This occurred during the data collection process and mixed-

methods analysis.  Specifically, the qualitative data collected from interviews and 

observations of the principals, assistant principals, and teacher leaders merged with 

embedded quantitative data collected via a questionnaire administered to the schools’ 

faculties provided the data sets for inference making and positing implications. 

A supplementary theoretical platform enhanced inference making and positing 

implications that demonstrated the DLM application to educational leaders and 

research.  The platform incorporated three interrelated theories. which include theory 

elaboration (Vaughan, 1992), theory of systemic reform (Rorrer, Skrla, & Scheurich, 

2008), and responsive interview theory (Rubin & Rubin, 2005).  Extended reviews of 

the theories, rationale for use, and DLM applications are in Chapter III and Chapter V. 

On the whole, the research questions reflect (Bryman, 2006) the mixing of 

embedded quantitative data with qualitative data.  The mixed-methods design frames 

an exploratory path for understanding of the data, positing implications, and 

suggesting inferences (Onwuegbuzie & Leech, 2006).  Furthermore, the research 
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questions engendered a mixed-methods design for researching the study’s problem 

statement and purpose via a theoretical framework, the DLM.  Finally, the research 

questions assisted in maintaining a coherent focus for the development of the study via 

application of the DLM. 

Significance of the Research Questions 

The significance of the research questions relates to developing new and 

applicable knowledge derived from the DLM for educational leaders (i.e., 

superintendents, principals, assistant principals, and teachers) and researchers.  By the 

important nature of their respective leadership roles and associated demands, 

educational leaders would benefit from practicable and applicable leadership research 

that makes a difference in their respective schools.  The problems pressing on 

educational leadership researchers and practitioners mentioned by Levin (2006) and 

three problematic questions described by Firestone and Louis (1999) link the 

significance of the research questions and to the study’s statement of the problem.  

The literature speaks to the pivotal role of leadership in public schools. 

Farkas et al. (2001) surveyed randomly selected leaders of public schools 

including 2,500 superintendents and 4,000 principals; 69% of the superintendents and 

72% of the principals responded that leadership is critical in improving schools and 

districts.  Paradoxically, approximately 74% of the combined respondents viewed 

graduate schools of education as not in tuned with the actualities of running schools.  

Sixty three percent considered administrative staff development as unrealistic and 

centering on not applicable objectives.  In addition, 55% agreed that the higher the 
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quality of administrative staff development, the more school leadership improved.  

Additionally, a random sample (Farkas et al., 2003) of 254 superintendents, 252 

principals, 721 teachers, and 1,379 parents of public school students produced data 

from telephone interviews.  The findings revealed a gap in perception between the 

administrators of districts whose student population are primarily white students 

versus districts with majority populations of minority and low-socioeconomic status 

students.  For the latter, administrators reported a higher level of concern and 

occurrence of problems associated with student behavior, dropout rates, social 

promotion, lack of mathematics and science skills, and lack of small and personal 

schools.  Consequently, the results of the two studies suggested that school leaders and 

researchers could benefit from three initiatives.  First, professional development based 

on relevant and applicable leadership research could emerge.  Second, a thorough 

review of educational leadership programs in higher education would include 

recommending changes that enable the graduate students to see the relevancy of 

leadership theory to actual practice in the public schools.  Third, the studies build 

support for cases studies. 

In conclusion, educational leaders and researchers potentially could benefit by 

the results of this study by developing new insights for applying a conceptual tool of 

distributive leadership practice, the DLM.  Application of the DLM could enhance 

leadership decision-making and problem solving for advancing student learning and 

academic performance.  Ancona et al. (p. 2007) wrote that: “No leader is perfect.  The 

best ones don’t try to be--they concentrate on honing their strengths and find others 
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who can make up for their limitations” (p. 92).  As a practicing administrator and 

former principal, I can identify with the abovementioned perspective on leadership.  It 

is energizing and motivating to envision leadership practice that can make a 

difference.  For instance, dating back to 1973 when I begin teaching, I had an interest 

regarding the inclusion process of special education in general education.  This study 

provided examples of emerging visions in 2011 of inclusionary practices.  These 

experiences were inspirational. 

Objectives and Outcomes 

The conceptual model, the DLM, designed at MIT currently applies only to 

leadership research in business organizations.  The objective of this dissertation is to 

investigate the application of the DLM to educational leadership research.  The study’s 

research design included mixed-methods methodology.  Additionally, the investigative 

aim of the study with an underlying framework of research is to generate three 

outcomes (Levin 2006).  First, to determine the feasible application of a conceptual 

model, the DLM, for investigating issues affecting educational leaders in public 

schools that require creative problem solving and decision-making.  Second, make 

recommendations that translate the research findings of the DLM’s application to 

public schools into realistic practice for educational leaders.  Third, contribute to the 

educational leadership literature with research on how the application of the DLM can 

provide school leaders a conceptual tool for managing and leading.  Leadership plays 

a pivotal role amid tensional atmospheres fueled by change from external and internal 

factors (Leithwood et al., 2004b). 
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Limitations 

Outside the direct management of the researcher, this study’s design has three 

limitations.  The limitations may emanate from the problem statement, mixed-methods 

design (Mauch & Park, 2003) and bias of the researcher.  First, the conceptual 

bridging and application of a theoretical business model, the DLM, to educational 

leadership and research is limiting due a lack of studies in the literature.  Second, 

mixed-methods research is a comparatively new methodology to traditional qualitative 

and quantitative methods.  Consequently, sustained argumentative discussion and 

limited acceptance exists in some fields of study (Creswell & Clark, 2007).  Third, the 

possibility of bias exists because of the researcher’s background and experience in 

public education that may affect the objective extrapolation of qualitative thematic 

constructs and inferences as applied to the theoretical model, the DLM. 

To minimize the limitation of applying the theoretical model, the study 

includes supporting literature on distributed leadership practice in educational 

leadership.  Moreover, the DLM’s four leadership capabilities concept (i.e., vision, 

relating, inventing , sensemaking, and change signature) and change signature 

(Ancona, 2005) are linked and paralleled to distributed leadership models in 

educational research (Elmore, 2004; Spillane, 2006).  Strategies that may lessen the 

limitation of the mixed method methodology center on the dynamics of the 

complementary mixed-method design.  First, the overall design has weighted 

emphasis on qualitative inquiry via multiple case studies and inductive thinking.  

Embedded quantitative data provided supportive and illustrative rationales that 
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connect inferences that emanate from the qualitative data (Greene, 2007).  Second, I 

reviewed and discussed the limitations with my dissertation committee and addressed 

any unforeseen limitations as needed (Mauch & Park, 2003).  To minimize bias, I 

employed the practice of “trustworthiness” (Guba & Lincoln, 1989, p. 233) that 

included extended involvement at the research site, continual study to strengthen the 

extended involvement, reviews by peers to help with refinement of the results, and 

peer confirmation to enhance credibility with the site’s stakeholders. 

Delimitations 

Exploratory connotes examination and tentativeness with varied dimensions 

for investigation.  Because of the exploratory intention of the study, delimitations are 

set forth intentionally by the researcher to establish the study’s parameters for the 

benefit of the readers of the current study (Mauch & Park, 2003).  Consequently, the 

parameters delineate the scope of the study’s mixed methodology, the research site, 

number of participants, and time spent at the research site.  Generally, time and policy 

restrictions will affect the parameters. 

The mixed methodology is limited to multiple case studies consisting of four 

public schools, three participants in each school (principal, assistant principal, and a 

teacher leader), and a questionnaire constructed by Palestine (2005) administered to 

the schools’ faculties.  The twelve participants from the case studies provide 

qualitative data.  Quantitative data from the questionnaire supports and compliments 

the qualitative data.  The site is limited to four public schools in an urban setting.  The 

participants are schools’ principals, assistant principals, and teacher leaders.  

 31



Texas Tech University, Ricardo Molina, May 2011  

Observations focus on their interactions with other formal and informal leaders.  

Additionally, in a supportive role, the researcher invited the schools’ faculties to 

complete a 70-item questionnaire that measured attitudes relating to 10 variables 

reflective of leadership practice by their principals and other leaders.  The time spent 

at the research site was within one academic semester and summer session of the 

school district. 

Assumptions 

Calabrese (2006) explained that assumptions help steer the researcher with the 

investigation process thus enhancing the study’s legitimacy.  Likewise, Yin 

maintained that: “a research design is a logical plan for getting from here to there, 

where here may be defined as the initial set of questions to be answered, and there is 

some set of conclusions (answers) about these questions” (2003, p. 20).  

Correspondingly, the following 13 assumptions supported by literature are the guiding 

conceptual and theoretical principles that underlie the research design for this study.  

Additionally, the assumptions reflect leadership principles that I can relate to from 39 

years of experience in public education. 

Assumption 1: “Educated people try to be conscious of their hidden prejudices 

and to measure them against the facts and against the sensibilities of others” (Pinker, 

2002, p. 16). 

Assumption 2: Leadership capacity begins with an intuitive self-awareness 

(English, 2008) that includes a mental model adaptable to change for viewing through 

 32



Texas Tech University, Ricardo Molina, May 2011  

multiple lenses, “strategic, political, and cultural” (Ancona, Kochan, Scully, Maanen, 

& Westney, 2005a, pp. 8-11) problems confronting leaders . 

Assumption 3: “The purpose of leadership is the improvement of instructional 

practice and performance, regardless of role” (Elmore, 2000, p. 22). 

Assumption 4: Educational administrators at times must rely on their “gut 

feelings” including an awareness of their “values, beliefs, and ethical practices” so as 

to determine the rightness of their decision making (Klinker & Hackmann, 2004, p. 

453). 

Assumption 5: “No leader is perfect” and all need the distributive leadership 

talents of others to lead (Ancona et al., 2007, p. 92). 

Assumption 6: “All leadership is inevitably distributed is some ways . . . but 

how leadership is distributed and with what effect is relatively unchartered territory 

(Harris & Spillane, 2008, p. 12). 

Assumption 7: “The roles and activities of leadership flow from the expertise 

required for learning and improvement, not from the formal dictates of the institution” 

(Elmore, 2000, p. 21). 

Assumption 8: Today’s public schools operate as open systems (Owens, 2004; 

Senge, 1990; Senge et al., 2000), which enables people, plus children, with the 

capacity for communicating common understandings that generate an attractiveness to 

the potential for the full emergence of the organization (Senge et al., 2000). 
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Assumption 9: When values, priorities, and directions are open to challenge 

and change they test a critical aspect of a school’s formal leadership; how it responds 

to divergent views and its ability to manage conflict (MacBeath, 2005, p. 361). 

Assumption 10: An organization or school cannot solely depend on a single 

heroic leader to accomplish its vision and mission (Burns, 1978; Spillane, 2006) but in 

addition requires a “leadership team” (Gardner, 1990, p. 10) with “shared goals” and a 

value for “democracy” (p. 12).  

Assumption 11: Foolproof answers to educational and organizational dilemmas 

do not exist.  The same applies to education and leadership.  Nonetheless, 

fundamentally “sound research” can improve the possibility of successful education 

outcomes through leadership (Waters, Marzano, & McNulty, 2003, p. 14). 

Assumption 12: The sole use of quantitative or qualitative research methods 

does not provide complete schemes for exploring a research problem; however, a 

combination of both paradigms is an alternative methodology for capitalizing on the 

strengths of both paradigms in a “single study” (McMillan & Schumacher, 2001, p. 

16). 

Assumption 13: Human beings’ actions are complicated; however, through 

empirical observation, qualitatively, researchers can reflect more plainly and 

genuinely about the “human condition” (Bogdan & Biklen, 2007, p. 43). 
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Definition of Key Terms 

The following terms and definitions are keystones (Calabrese, 2006) for 

establishing congruent and functional clarity for this study (Mauch & Park, 2003): 

Case study.  A qualitative research method employed to examine a present-day 

phenomenon via the actuality of situations, particularly when the parameters of 

the phenomenon amidst the actuality of situations have not manifested (Yin, 

2003). 

Change signature.  A leader’s distinct personal style of leadership that 

develops over time and experience by practicing the four capabilities in the 

DLM (Ancona, 2005). 

Constructs.  The coalescence of conceptions into purposeful arrangements that 

can be expressed in variables (McMillan & Schumacher, 2001). 

Cultural lens.  Facilitates a viewpoint in obtaining a historical sense for the 

meaning of customs, ceremonies, history, observances and other traditional 

objects in an organization (Ancona et al., 2005a). 

Distributed leadership.  A dynamic process cultivated by an organization’s 

leader by where other leaders function as a team to balance their inherent 

strengths and weaknesses, resulting in the distribution of leadership covering 

collectively the stakeholders everywhere in the organization (Ancona et al., 

2007). 

Distributed Leadership Model (DLM).  A theoretical framework developed by 

researchers at MIT, anchored by four foundational suppositions:  (a) 
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distributed, (b) personal and developmental, (c) a process to create to change, 

and (d) developing over time (Ancona et al., 2005f).  Integrated with the 

suppositions are four vital leadership tools or capabilities: sensemaking, 

relating, visioning, and inventing.  Overlapping the supposition and 

capabilities is a leader’s distinctive change signature that develops over time 

and with experience, which enhances problem solving and decision making in 

collaboration with others.  The capabilities are interdependent but not one 

single leader has complete mastery of them (Ancona et al., 2007). 

Education.  “It is that reconstruction or reorganization of experience which 

adds to the meaning of experience, and which increases ability to direct the 

course of subsequent experiences” (Dewey, 1916, p. 76).  My 39 years of 

experience in public education adds a critical dimension for rebuilding or 

sorting out the data from the study into meaningful content. 

Generalizability.  In qualitative research, inferring that the outcomes of a 

research project do support and exceed a particular study including the context 

(Bogdan & Biklen, 2007). 

Inductive analysis.  In qualitative research during the data gathering process 

seeks initial interpretation of specific to the general outgrowth of 

classifications and sequences rather than applying a pre-determined condition 

(McMillan & Schumacher, 2001). 

Inductive reasoning.  In qualitative research during the data collection process, 

outgrowth that emanates from evaluation rather than from a configured 
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research project with a supposition linked to constricted inquires (Bogdan & 

Biklen, 2007). 

Inventing.  A leader’s creative capability to figure out new ways that facilitate 

the manifestation of the vision (Ancona, 2005). 

Political lens.  Offers a viewpoint of the interplay between power, trust, 

multiple stakeholders, and problem solving (Ancona et al., 2005a). 

Relating.  Enables the leader to develop and build trusting relationship with 

others that enhances the leader’s capacity for problem solving and decision 

making (Ancona et al., 2005a). 

Sensemaking.  A self-awareness that enables a leader to make sense of an 

organization’s external and internal environments of operation along with 

occurring innovation by developing a mental map from experience that 

provides clarity to others through increased diversity of discourse in the 

workplace (Weick, 1995). 

Strategic design lens.  Enables viewing analytically the specific roles and tasks 

of people and streaming of knowledge to ascertain if optimum utilization is 

occurring (Ancona et al., 2005a).  

Visioning.  A leader’s creative capability to communicate a compelling image 

that unifies others to pursue, support, and make an idea work (Ancona, 2005). 

Organization of the Dissertation 

The organization of this dissertation study follows what Boote and Beile 

(2005) identifies as the “traditional simple” (p. 10) design that includes five chapters 
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integrated with supporting references to the literature.  Additionally, this dissertation 

sequentially links in each chapter (Calabrese, 2006).  Chapter I established the study’s 

backdrop and the problem for research with elaboration on the rationale and 

importance of conducting the study.  Further, mentioned are the study’s goals, three 

related problems pressing educational leadership researchers and practitioners, three 

research questions, the context, and limitations.  Finally, the terminology and 

suppositions related to research and educational leadership is explained.  Chapter II 

contains a review of the literature with a focus on distributed leadership and its 

application to organizational studies and educational research.  Additionally, the 

literature review is the nexus for the study’s research problem, purpose, research 

questions, methodology, findings, inferences, and recommendations.  Chapter III 

includes an explanation of a mixed methods design with an emphasis on qualitative 

data supported by embedded quantitative data.  The methodology’s purpose is 

complementary.  Chapter IV reveals the study’s findings and inferences related to the 

practical application of the DLM and its implications for educational leaders and 

researchers.  Chapter V provides a summary of the results, the implications of the 

results, limitations, and conclusions.  Additionally suggested are interpretative 

observations and recommendations for future research.  Cumulatively, the chapters 

contribute scholarly evidence and documentation to the field of educational leadership 

and research.  The goal of scholarly work is to improve leadership practice for the 

improvement of instruction and student achievement. 
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CHAPTER II 

REVIEW OF THE LITERATURE  

Introduction 

Compared to other theories of leadership, the emergence of research on 

distributed leadership applied to education is a recent phenomenon.  According to 

Timperley (2005), investigations of distributed leadership developed between 1990 

and 1999.  The purpose of Chapter II is to synthesize a justification for studying 

distributed leadership (McMillan & Schumacher, 2001) based on a discerning review 

and appraisal of the literature within a distributed leadership vein of inquiry (Kilbourn, 

2006).   That vein of inquiry underlies this study’s scope and the selection of the 

mixed-methods design discussed in Chapter III.  Posited within the scope is a rationale 

for incorporating and excluding literature (Boote & Beile, 2005) for the attainment of 

new knowledge and understanding (Jupp, 2006) of a theoretical model of distributed 

leadership, the Distributed Leadership Model (DLM) (Senge, 2006 ).  Further posited 

is an argument that the DLM’s application to educational leadership practice and 

research may improve instruction. 

The synthesized rationale positions the study and establishes its context 

(Kilbourn, 2006) or background with perceptions of preceding research studies.  From 

these underpinnings, positioning, clarity, and focus evolve for ascertaining the 

implications of the study findings.  Moreover, the ascertainments link “research and 

practice in the field of education” (Boote & Beile, 2005, p. 9).  Consequently, the vein 

of inquiry facilitates the ascertainment of  “patterns, themes, common findings, and 
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gaps” (Calabrese, 2006, p. 27) by juxtaposing leadership theories, the DLM, and 

distributed leadership applications in educational leadership.  

On the whole, a synthesis and appraisal of the literature establishes the 

significance (Galvan, 2004) and underpinning (Boote & Beile, 2005) of the study.  

Significance provides a research-based platform for added comprehension of the 

research problem  and rationale for the study (McMillan & Schumacher, 2001).  

Appraisal yields evaluative summative insights to what is effective and non-effective 

leadership practice.  

Methodology for Choosing Research Incorporated in the Literature 
Review 

This section contains a description of the methods used to determined the 

coverage (Boote & Beile, 2005) and criteria (Calabrese, 2006) for selecting the studies 

reviewed and their incorporation to the literature review.  The study’s purpose guided 

the coverage and selection.  Cumulatively, the aim of incorporating literature is to 

establish a framework for positing the application of the DLM to educational 

leadership.  Moreover, the application of the DLM may generate innovative research 

strategies that contribute to educational leadership and instruction.  In general, the 

process for incorporating selected literature strategically involved sequenced stages. 

In consultation with university librarians, the selection process consisted of 

four stages.  The stages included (a) determination of keywords, (b) selection of 

salient leadership studies (c) using Internet access to the university’s library databases 
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(e.g., Sage Publications) and (d) correspondence by e-mail with researchers and 

publishing companies. 

Stage 1 involved the selection of keywords emanating from the purpose, title 

of the study, and methodology.  First, the keywords included the DLM’s leadership 

capabilities of visioning, relating, innovating, and sensemaking.  Additionally, this 

included the change signature component.  The second set consisted of leadership, 

educational leadership, instruction, school principals, teachers, students.  The third set 

consisted of mixed methods, qualitative, and quantitative.  In summary, the key words 

guided the selection of books, peer-reviewed journal articles, newspaper articles, 

magazines sources, references, and Internet websites that theoretically could apply 

educational leadership to the DLM. 

Stage 2 included the use of the university’s on-line catalog to initiate searches 

for books that contained salient studies in leadership.  The salient studies supported a 

framework for positing a definition of leadership and launching the theoretical 

bridging between the DLM and educational leadership. 

Stage 3 entailed the access of databases via the Internet for retrieval of 

scholarly and peer-reviewed articles.  Searches included the aforementioned key 

words, text, authors, and use of Boolean logic.  Consequently, because the research on 

distributed leadership is relatively new, the range in years of the journal articles was 

from 1990 to 2009.  Examples of databases included EBSCO Masterfile Premier, 

Education Research Complete, Business Source Complete, ERIC, Web of Knowledge, 
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and tic TOCs Journal Tables of Contents.  I initially reviewed the articles’ abstracts, 

methodology, and conclusions before deciding on a selection. 

Stage 4 involved accessing various websites (e.g., American Educational 

Research Association) and databases (e.g., Sage Publications) via the Internet.  

Searching archives proved to be a valuable research strategy. 

Stage 5 consisted of collaboration by e-mail with two authors and three 

publishing companies.  The first author was Debora Ancona, Seley Distinguished 

Professor of Management at the Sloan School of Management at MIT.  Dr. Ancona 

(2007) and a team of other researchers developed the DLM.  Additionally, South-

Western College Publishing, a division of Thomson Learning, provided written 

permission to republish the DLM conceptual figure designed by Ancona et al. (2005f) 

in this study.  The second author was Robert H. Palestini (2005), dean of graduate and 

continuing studies at Saint Joseph’s University in Philadelphia, PA.  Palestine and 

Rowan & Littlefield Education provided written permission to incorporate into the 

study the organizational questionnaire, “The Heart Smart Organizational Diagnosis 

Questionnaire” (THSODQ).  The questionnaire provided the framework for gathering 

the quantitative and embedded data for this study.  Finally, John Wiley & Sons, Inc. 

provided written permission to include the figure “Leader Practice from a Distributed 

Perspective” by James P. Spillane (2006) .  This figure provided an example of a 

distributed leadership framework in educational research.  Dr. Spillane is from 

Northwestern University in Chicago. IL. 
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In summary, the aforementioned methodology, in conjunction with the purpose 

of the study, guided the incorporation of relevant literature.  The literature provided a 

framework consisting of leadership, the DLM, distributed leadership, and educational 

leadership.  Additionally, the methodology provided an initial blueprint for replicating 

this study. 

Conceptual Framework 

The core of this study is the relatively new concept of distributed leadership 

(Hartley, 2007).  According to Woods, Bennett, Harvey, and Wise (2004), distributed 

leadership channels change and decision making via the dispersal or expansion of 

leadership rather than relying solely on traditional top-down leadership practices or the 

heroic leader.  A suggested benefit of distributed leadership is that it has the effect of 

enhancing the decision making of formal and informal leaders by capitalizing on their 

collective experiences and expertise.  The aforementioned concept of distributed 

leadership foreshadows a more in-depth review of the literature that supports the 

application of the DLM to educational leadership and research. 

Organization of the Literature Review 

The organization of this literature review included seven interrelated sections. 

The first section established the DLM as the study’s theoretical framework.  The 

second section consisted of leadership definitions.  Inferred from the definitions of 

leadership and distributed leadership was a nexus between the DLM and distributed 

leadership practice in public education (Elmore, 2004; Woods et al., 2004).  The third 
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section provided an analysis of competing viewpoints (Calabrese, 2006) of distributed 

leadership studies from public schools systems located in the United States, Canada, 

United Kingdom (UK), Australia, New Zealand, and Israel.  The fourth section 

included nine empirical studies supporting the development of distributed leadership 

within the Interstate School Leaders Licensure Consortium (ISSLC) 2008, Standard 3, 

Function D (Council of Chief State School Officers, 2008b). The fifth section 

contained empirical studies with asserted barriers, disputations, and limitations of 

distributed leadership.  The sixth section comprised a synthesis that includes patterns, 

themes, common findings, and gaps.  Finally, the seventh section encompassed a 

critical analysis that reveals the pros, cons, and areas of need for further research. 

Overall, taking into account the study’s purpose, problem statement, 

significance, and research questions, the literature review suggested a need for a study 

of the DLM’s application to educational leadership and research.  Furthermore, it 

established the boundaries for the study, revealed new avenues for future research, and 

potential applications of distributed leadership in public education.  Additionally, the 

methodology strategies reviewed in the literature foreshadowed the mixed-methods 

study design, which is discussed in Chapter III. 

Section One: Theoretical Framework--The Distributed Leadership 
Model  

Hoy and Miskel (2008) maintained that “theory and practice” (p. 7) are linked 

threefold.  First, a practitioner utilizes theory to formulate a framework of orientation.  

Second, theory provides a means for analysis of realistic occurrences.  Third, theory 
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steers conclusions.  These assertions regarding theory and practice serve as key 

justifications for a the study’s incorporation of the DLM (Ancona, 2005) as the 

underlying theoretical framework.  Additionally, two other justifications apply.  

According to Senge (2006), the DLM “provides the framework for teaching leadership 

and for leadership practice in general” (p. 1).  Therefore, the DLM is a conduit for the 

application of distributive leadership theory through education and experience.  The 

study’s problem statement, significance, and research questions reflect the DLM’s 

posited application to the five aforementioned underlying justifications. 

The DLM is a theoretical multidimensional model.  It had its genesis in 

corporate studies of distributed leadership (Ancona, 2005).  The DLM’s critical 

attributes include four interrelated leadership competencies complemented by a 

component for individually generated change that coalesces in distributed leadership 

practice.  In a four-year study, a team of faculty members from the Sloan School of 

Management at the Massachusetts Institute of Technology (MIT) developed the DLM.  

Members of the team included Professors Deborah Ancona, Tom Malone, Wanda 

Orlikowski, and Peter Senge (Senge, 2006). 

Published in 2005 (Ancona et al.), the DLM is now incorporated into 

leadership studies at MIT.  Ancona emphasized that the DLM “views leadership not as 

a person, but as a capacity that individuals and groups possess” (p. 8 ).  Furthermore, 

the emphasis of distributed leadership is not on an exclusive leader but a collective of 

leaders with diverse expertise collaborating in teams (Bolman & Deal, 1992).  This 

view of a collective capacity of leadership from business environments reflect similar 
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themes of distributed leadership by educational researchers (Elmore, 2004; Harris, 

2004a; Lashway, 2003; MacBeath, 2004; Spillane, Sherer, & Coldren, 2005; 

Timperley, 2005).  Moreover, the DLM provides a theoretical framework for research 

and new knowledge.  Ever-emerging societal changes affecting education make it an 

imperative for research to continue on innovative theories and models of leadership.  

This includes research into the DLM’s potential. 

The DLM’s theoretical framework is anchored by four foundational 

suppositions of leadership:  (a) “distributed,” (b) “personal” and “developmental,” (c) 

“a process to create change,” and (d) “develops over time” (Ancona et al., 2005f, p. 8 

).  Integrated with the suppositions are four vital leadership tools or “capabilities: 

sensemaking,  relating, visioning, and inventing” (p. 8 ). The four leadership 

capabilities are interrelated and complemented by a leader’s distinct “change 

signature” (p. 8), a component for individually generated change.  Embedded in the 

suppositions and capabilities, the change signature develops over time and with 

experience.  The change signature provides leaders opportunities to blend their 

experiences and expertise from other leadership theories.  As a result, development of 

a leader’s change signature strengthens the problem solving and decision making 

capacity of other leaders when they are collaborating as a team. 

The four leadership capabilities are interdependent, but a leader does not have 

complete mastery of them.  Most effective leaders are experts in two of the capabilities 

at the most  (Ancona et al., 2007).  This suggests an advantage for collective 

collaboration and expertise leaders in a team.  Overall, the DLM framework 
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demonstrates that self-reflective leaders with distributed leadership capabilities and 

personal change expertise can collectively make a greater difference in leadership, 

management, and decision making.  Potentially, the collective impact of distributed 

leadership-influenced outcomes will have positive effects on instruction, students, and 

teachers.  Illustrated in Figure 2.1 is the theoretical framework of the DLM. 

 

 

Inventing 

Change Signature 

Visioning 

Relating Sensemaking

Figure 2.1.  The Distributed Leadership Model is the study’s theoretical framework.   
 
From Managing for the Future: Organizational Behavior and Processes 3rd edition by 
Ancona/Kochan/Van Maanen/Scully/Westney. 2005.  Reprinted with permission of 
South-Western, a division of Thomson Learning: www.thpmsonrights.com. Fax 800-
730-2215. 

 

Ancona et al. (2005a) posited three interrelated lenses for viewing theoretically 

the research and application of the DLM to complex problems in U.S. business 
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corporations.  The three lenses are the “strategic design,” (p. 14) “political,” (p. 33) 

and “cultural” (p. 57).  The lenses allow for multidimensional viewpoints for framing 

analysis and sensemaking of situations requiring leadership.  Furthermore, the lenses 

enables multiple and distributive perspectives on how the organization functions and 

learns.  Via the strategic design lens, the leader views analytically the specific roles 

and tasks of people and distribution of knowledge to ascertain if optimum utilization is 

occurring.  The political lens sharpens the view of the interplay between authority, 

creditability, various parties of interest, and problem solving.  The cultural lens 

facilitates the attainment of a historical perspective and meaning from customs, 

traditions, tales, ceremonies, and valued symbolic objects of the organization.  In a 

similar vein of optics, Bolman and Deal (1997) emphasized that prudent leaders have 

a realistic self-awareness, value self-growth, and share power to create teams that lead 

through collective lenses, “structural, political, human resources, and symbolic” 

(p.317).  The structural lens sharpens leaders’ analytical perspectives of an 

organization’s scaffolding such as policy, vision, and accountability.  Via the political 

lens, leaders capitalize on positive aspects from conflict resolution, network, and forge 

partnerships.  Using the human resources lens, leaders facilitate bonding, are sensitive 

to the needs of others, and empower.  The symbolic lens enables leaders to steer the 

organization through barriers that arise by tapping the cultural values and customs of 

an organization to accentuate the positive. 

Studies at MIT (Senge, 2006) support the DLM as an analytical tool for 

studying how leaders work in teams to pool their ideas for successful results.  
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Research on international corporations such as Dynacorp (Ancona et al., 2005a), 

Nissan (Ancona, Kochan, Scully, Maanen, & Westney, 2005d), and Disney (Ancona, 

Kochan, Scully, Maanen, & Westney, 2005e) have revealed an emergence of 

distributive leadership practice amid a competitive global economy.  Despite incurred 

problems associated with diversity in language, culture, politics, customs, and 

competition, these global corporations creatively pooled ideas to find solutions.  

Working in teams to capitalize on the collective potential of groups was a major 

theme.  Furthermore, the studies revealed that where application of distributed 

leadership occurred, the emphasis in decision making and problem solving changed 

primarily from the Chief Operating Officer (CEO) (single leader) to other leaders in 

the organizations.  The dispersal of leadership facilitated the companies’ effectiveness 

in responding to their stockholders’ expectations and pressing global, national, and 

internal challenges.  The effectiveness emanated from the CEOs seeking strategically, 

politically, and culturally reflective perspectives to solutions.  The DLM’s framework 

in concert with the three lenses empowered leaders in their respective organizations to 

utilize collectively their talents and experiences to enhance problem solving and 

decision making 

In spite of the genesis of the DLM in business leadership studies, inherently it 

is potentially transferable and applicable to educational leadership and research.  The 

literature provides examples of collaborative initiatives between business and 

education agencies.  Two initiatives illustrate how colleges of business and education 
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have collaborated with state education agencies and school districts to develop 

leadership programs applicable to public schools. 

Initiatives similar to the Texas High School Project (THSP) Pilot High School 

Principal Certification Program provide a model for partnerships consisting of 

university colleges of education, businesses, and local public school districts.  

According to Klinker (2006), the THSP at Texas Tech University has developed a 

three-way partnership for a masters’ degree program that includes the Educational 

Leadership Program in the College of Education, the Rawls College of Business, and 

the Lubbock Independent School District (LISD) in Lubbock, Texas.  The partnership 

provides teachers from LISD’s low-socioeconomic high schools with a unique 

principal certification program.  A teacher can complete the program within 

approximately 2 years.  The program of educational leadership studies includes 

teaching and administration, instructional supervision , principal internship, 

educational law, and challenges of entrepreneurship in high schools with high needs.  

The business and leadership course requirements comprise the following: managing 

organizational performance and formulation, administrative proficiency, mediation 

and disagreement-managing proficiencies, leadership with team building, and an 

independent study in administration. 

In a similar initiative, according to Olson (2007), the Harvard Business School 

offers an elective course for M.B.A. students entitled “Entrepreneurship in Education 

Reform.” (para. 4)  The course's design targets aspiring entrepreneurial leaders.  These 

leaders are interested in creating and supporting ventures in education with the 
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objective of improving academic achievement for students in kindergarten through 

grade 12.  The course focuses on two inquiries: Does a connection exist involving a 

leader’s effectiveness, administrative performance, and improved instructional 

performance?  Secondly, will the initiation of free enterprise standards, including 

transparency of performance data, answerability for outcomes, and options for 

consumer-initiated alterations of the civic organization lead to improved outcomes?  

The course curriculum contains opportunities for students to analyze real-life case 

studies in education such as teacher and administrator shortages, learning gaps 

between student groups, and strategic improvement of schools. 

In summary, theoretically, the change signature of the DLM, coupled with its 

capabilities (visioning, relating, innovating, and sensemaking) enable the convergence 

of other leadership paradigms.  A leader’s self-awareness, experiences, readiness, and 

motivation predicate the convergence.  “Learning about leadership and developing as 

a leader is a lifelong process involving preparation, experience, trail and error, self-

examination, and a willingness to learn from mistakes and successes” (Reis, 2008, 

para. 6).  Though the DLM (Senge, 2006) emerged from leadership studies in the 

business sector, like other managerial/strategic and organizational leadership models it 

is applicable to educational research. 

The next section advances the argument for the potential application of DLM 

to educational leadership and research.  The crux of the theoretical argument consists 

of synthesized findings from leadership studies.  Additionally, the definitions of 

 51



Texas Tech University, Ricardo Molina, May 2011  

leadership suggest a conceptual bridge between the DLM and educational leadership 

and research. 

Section Two: Definitions of Leadership  

The literature offers no consensus in definitions of leadership.  The definitions 

spanning the years 1960 to 2008 vary depending on context, theoretical model, 

application, and history.  Overall, the definitions contain themes such as process, 

vision, collaborative, influence, reciprocity, collective, plurality, self-awareness, 

dispersion of authority, relationships, intuitiveness, innovation, and flat organization.  

The themes form the foundation of this study’s theoretical argument. 

A critical attribute of distributed leadership consists of collaborative and 

reciprocal actions dispersed by formal and informal leaders versus solely relying on 

the actions of a charismatic heroic leader (Ancona et al., 2007; Elmore, 2000; Gronn, 

2006; Spillane, 2006; Spillane, Halverson, & Diamond, 2001).  Similarly, James 

MacGregor Burns’(1978) salient work on leadership emphasized the importance of a 

value for the reciprocal relationship between supervisors and subordinates in the 

pursuance and attainment of common objectives.  According to Burns:  

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

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

and expectations--of both leaders and followers.  And the genius of leadership 

lies in the manner in which leaders see and act on their own and their 

followers’ values and motivations. (p. 19) 

 52



Texas Tech University, Ricardo Molina, May 2011  

Burns’ view of leadership suggested a leader is visionary and is someone who 

values maintaining consistent recognition and connection with followers’ wishes and 

requirements.  Consequently, reciprocally, followers recognize the leader’s value for 

acting in a shared manner, which elevates both to a new level of action-orientated 

consciousness. This heightened awareness further implies an impetus and value for 

distributed leadership by both the leader and followers as they collaborate to problem 

solve and make decisions for the realization of their common vision.  In a similar vein, 

Ylimaki (2006) proposed a four-pronged formulation of vision derived from 

qualitative cases studies of 12 curriculum directors in public schools.  Ylimaki 

concluded that visionary leaders have internal and external intuitive lenses to make 

sense of the reality of outer settings and visualize a map of possibilities for the 

enhancement of the school community.  The internal intuitive lenses include 

multidimensionality processing and acute discernment. Externally, the lenses 

constitute holistic thinking relating to the political and contextual aspects of situations. 

According to Yukl (2002), leadership: “is the process of influencing others to 

understand and agree about what needs to be done and how it can be done effectively, 

and the process of facilitating individual and collective efforts to accomplish the 

shared objectives” (p. 7).  Yukl implied an emphasis on distributed decision making 

and problem solving through influence, collaboration, relating, and sensemaking.  In 

addition, Yukl posited that leadership is an aggregated process.  “The leadership 

actions of any individual leader are much less important than the collective leadership 

provided by the members of the organization” (p. 432).  Correspondingly, Bass (1960) 
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asserted that leadership is a collective process.  He noted a “‘group’ as a collection of 

individuals whose existence as a collection is rewarding to the individuals” (p. 39).  

Furthermore, Bass emphasized: “We consider leadership an interaction between 

members of a group . . . leaders are agents of change, as persons whose acts affect 

other people more than other people affect them” (p. 89).  Similarly, Argyris and 

Schön  (1996) contended that an essential assumption of leadership is for a leader to 

recognize and capitalize on people’s trustfulness and inclination for contributing.  

Gladwell (2002) asserted that leaders are authentic when seeking “real understanding” 

(p. 184) despite the perceived immediacy of the moment  and overcoming the 

“dissonance of what you see and hear” (p. 250).  Wheatley’s (1999) concept of 

modern consciousness spurred by innovations such as the Internet emphasized joint 

querying in relation to human beings and administrative initiatives. 

An American democratic consciousness that emerged in the 19th century 

resonated with philosophical values for collective thought in the pursuit of developing 

creative ideas.  The values implied a distributive process.  Menand (2001) in his 

summation of Oliver Wendell Holmes, William James, Charles S. Pierce, and John 

Dewey depicted them as four of the most influential intellectual thinkers in American 

society after the Civil War (pp. x-xi).  Menand observed that despite the philosophical 

differences among the four men, they crystallized their views of the nature of ideas. 

That is, because they valued ideas emerge from “groups of individuals . . .  not by 

individuals” (p. xi).  These four thinkers witnessed the preservation and validation of 

the group idea of democracy.  Additionally, according to Phillips (1992), the 
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validation of a democratic government occurred under the leadership of President 

Abraham Lincoln despite facing the greatest civil conflict in American history.  

Lincoln, in collaboration with others, distributed a non-negotiable vision of the Union 

and the importance of the Union prevailing in the Civil War.  In his Gettysburg 

Address of 1863, Lincoln succinctly communicated his bedrock Union ideas of the 

history, current, reconstruction, and future.  His succinct communication coupled with 

a deep sense of moral empathy for the American democratic consciousness eventually 

resulted in the tipping point (Gladwell, 2002), which turned the tide of the Civil War 

in favor of the Union. 

Drucker (2008) argued that for a leader to excel, he or she must lead with 

capabilities of effectiveness, and at the same time, not discount one’s limitations.  A 

leader ought to know his or her preferred learning style, principles, manner of working 

with other people, and inclination toward where to make the maximum beneficial 

impact.  This implied that a lynchpin for leadership begins with self-awareness for 

values and skills.  In a study of Rest’s Four Component Model of Moral Behavior 

applied to educational leadership, Klinker and Hackmann (2004) maintained that at 

times administrators must rely on their gut feelings  including an awareness of their 

“values, beliefs, and ethical practices”(p. 453) in order to determine the rightness of 

their decision making.  Kouzes and Posner (1993) referred to the knowing of the self 

as having a credo that enables clarity of beliefs and intentions. As a result, a leader 

gains credible standing among others.  Likewise, Ancona (2005f), one developer of 

the DLM, proposed four dimensions of a leader’s credo.  The credo encompasses a 
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leader’s personal history, current development, need for further growth, and futuristic 

awareness.  Generally, the impetus for leadership action begins with a leader’s 

cognizance of the self, therefore developing creditability with others by doing what is 

right.  Some educational leaders have found it difficult to enunciate the conceptual 

belief system that steered their signature leadership practice, particularly in a manner 

that can be helpful to others (Piantanida & Garman, 1999; Weick, 1976).  An example 

would be difficulty in defining a code of ethics (Klinker & Hackmann, 2004). 

Researchers of business organization seemed to define distributed leadership as 

not the exclusive functional range of the organization’s formal leader (e.g., Chief 

Executive Officer, Chief Financial Officer, President of the Board).  Instead, 

leadership distribution occurs among other people who work as a team to affect 

problem solving and decision making (Ancona et al., 2007).  Similarly, according to 

Drucker (2008), key realizations for leaders are that a team’s effectiveness resides 

among the people’s potential with a value for its development. 

Theoretically, via the DLM’s change signature, the concerted application of 

any leadership paradigm is possible.  In a review of four educational administration 

journals, Kenneth Leithwood and Daniel L. Duke (1999) identified six leadership 

paradigms including 14 subcategories that greatly influenced research about leadership 

in schools.  The paradigms (numbered) and the subsequent subcategories reflect 

parallels to the leadership concepts.  These include in numeric order, “1. Instructional . 

. . 2. Transformational . . . charismatic . . . visionary . . . cultural . . . empowering . . . 

3. Moral . . . democratic . . . normative-instrumental . . . political . . .  symbolic . . . 4. 
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Participative . . . group . . . shared . . . teacher . . . 5. Managerial/Strategic . . . 

organizational . . . 6. Contingency/Styles . . . problem solving . . . craft/reflective . . . 

(p. 48).  The participative category and three subcategories are associated with 

distributed leadership. 

In summary, the abovementioned definitions, perspectives, models, and 

paradigms of leadership suggest thematically that leadership is a social process.  The 

social process begins with a leader’s self-awareness for seeking genuine understanding 

and shared purpose.  The duality of genuine understanding and shared purpose are 

catalyst for developing reciprocal trust, commitment, and capitalization on a group’s 

skills and experiences.  This social process inspires motivation for change in others.  

Aggregated, the concepts of leadership suggest similarities to distributed leadership. 

The next section continues the development of a theoretical bridge between the 

aforementioned concepts of leadership, the DLM, and distributed leadership in 

education.  Additionally, historical and current perspectives on distributed leadership 

in public education are reviewed. 

Section Three: Definitions of Distributed Leadership 

Robinson, Lloyd, and Rowe (2008) concluded from two meta-analyses 

consisting of 27 studies that three categories of leadership existed that impact learners’ 

educational performance.  The categories were “instructional, transformational, and 

other types” (p. 655).  The “mean effect size (ES)” (p. 655) for the category of 

instructional leadership was greater on student outcomes, followed by other types and 

transformational leadership respectively.  Robinson et al. found instructional 
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leadership and transformational leadership as the most researched and established 

paradigms in the literature.  Consequently, compared to other type’s category, 

arguably, distributed leadership is a relative new paradigm and the least researched.  In 

addition, according to Levin (2006), distributed leadership lacks a clear definition. “It 

is often viewed as just another term for a general set of phenomena such as shared 

leadership, collaborative leadership, or situational leadership” (p. 46).  The following 

review covers studies of distributed leadership from 1954 to 2008. 

Gibbs’ 1954 and 1968 studies along with Brown and Hosking’s 1986 studies 

(as cited in Gronn, 2000 ) provided a historical perspective on the emergence of 

distributed leadership.  Gronn asserted that Gibbs made the first argument on the topic 

of degrees of distribution  and related the argument to the study of leadership as group 

quality.  In addition, Gronn mentioned that Gibb’s work did not resurface until the 

publication of Brown and Hosking’s studies on distributed leadership. 

In contrast, Copland (2003) asserted that the essence of distributed leadership 

emerged in 1960 with Douglas McGregor’s Theory X and Y.  He posited that shared 

purpose  a critical attribute of distributed leadership, emanated from Theory Y.  

Copland inferred an educational link between shared purpose and transformation 

leadership (Burns, 1978; Leithwood & Jantiz, 1999).  Furthermore, he anchored his 

assertions regarding Theory Y and transformational leadership to Elmore’s (2000) 

model of distributed leadership.  Copland’s longitudinal study encompassed a 

sampling of 86 public schools.  The mixed-methods study’s purpose was to determine 

capacity levels for the development of distributed leadership.  The methodology 
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included interviews and surveys of principals and teachers.  Copland concluded that 

enhanced connections to schools necessitate problem solving by collaboration versus 

decision making exclusively by hierarchical protocols.  He noted the importance for a 

school staff to have a shared vision or an achievable collective visualization of the 

school’s goals and objectives.  Capability for shared vision broadens the scope for 

innovative distribution of leadership.  Applied to schools, distributed leadership 

permeates the culture with values for concurrence transparency, and development of 

varied proficiencies.  These values underpin the practice of distributed leadership.  

Moreover, distributed leadership enhances relations in a school’s culture and 

facilitates making sense of problematic situations. 

Metaphorically, Elmore (2000) described distributed leadership as a bonding 

agent that enables directionality for the attainment of a school’s mission underpinned 

by its principles.  This accomplishment must occur in the midst of answerability 

mandated by policies.  Answerability includes improved student performance and 

sound administration.  To address answerability, Elmore (2004) stressed the need to 

develop models of distributed leadership to counter administrative structural controls 

taking precedence over instructional activities. He compared control to the concept of 

“loose coupling” from [Meyer & Rowan, Rowan, Weick’s studies] (as cited in 

Elmore, 2004, p. 46).  Loose coupling centers control primarily in classrooms, 

resulting in minimized shared leadership critical to enabling large-scale school 

improvement.  Consequently, uncertainty occurs in overreliance on the unrealistic 

notion that a select few who administer schools possess the core knowledge necessary 
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that followers need.  In contrast, dispersed core knowledge facilitates expanded 

expertise necessary to make comprehensive improvements such as in teaching and 

student performance.  Also from dispersed knowledge, multiple experts emerge with 

values for sharing information and committing to distributed leadership practice.  

Therefore, the dynamic combination of multiple leaders with varied expertise can 

guide and direct others through the process of meaningful change.  With time and 

experience, customs evolve that provide meaningful distributed levels of expertise. 

Elmore (2004) emphasized the real meanings of distributive leadership.  First, 

not negated is the general responsibility for the outcomes of an institution.  Second, 

the work of organizational heads largely consists of elevating the competencies and 

comprehension of the institution’s stakeholders, facilitating relations, and 

institutionalizing answerability to committed involvement of the stakeholder in 

attaining the institution’s mission.  Furthermore, applied to schools, Elmore contended 

that it is imperative to address the problematic question of the method to distribute 

tasks and power among teachers and principals.  Herein lies the ability to answer the 

questions that tap the collective expertise of a school’s stakeholders.  The collective 

expertise determines what course of action to take that best helps pupils. 

Elmore (2004) maintained the aforementioned assumptions and definitions of 

distributed leadership provide critical attributes for positing a model of distributed 

leadership in education.  The model includes two primary undertakings and five 

standards.  The first undertaking is to determine regulatory procedures for engaging 

and initiating change.  Second, is sharing the responsibility of accountability among 
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multiple leaders in a variety of roles.  Collectively, change and shared responsibility 

generate the concerted application of five principles.  The following principles frame a 

model for distributed leadership in education. 

1. Despite the hierarchical position, the essential function of leading concerns 

the advancement of teaching and outcomes. 

2. Advancement in teaching and outcomes necessitates unremitting 

scholarship. 

3. Scholarship necessitates illustrating by example. 

4. The collective knowledge of leaders determines the functions and actions 

in a school versus directives via formal and traditional hierarchical 

arrangements. 

5.  Vested power mutually obligates leaders in their various capacities to be 

accountable. 

Internationally, research on distributed leadership in the United Kingdom 

(Bennett, Wise, Woods, & Harvey, 2003), Australia (Gronn, 2003), and New Zealand 

(Timperley, 2005) has provided mixed and inconclusive findings.  United Kingdom 

researchers from the National College for School Leadership (NCSL) reviewed the 

literature on distributed leadership beginning in 1988 and published three key findings 

(Bennett et al., 2003).  First, the research findings indicated no consensus as to the 

meaning of distributed leadership.  Second, the empirical studies of distributed 

leadership in actual use were minimal, and no conclusive data demonstrated the 

improvement of student success. Third, distributed leadership can be viewed as a 
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method or praxis but also should be viewed as a “way of thinking about leadership” 

(p. 2).  Furthermore, Bennett et al. claimed that distributed leadership is closely related 

to the concepts of “delegated leadership . . . democratic leadership . . . dispersed 

leadership” (p. 4).  Gronn’s (2003) research in Australia echoed the claim by Bennett 

et al. that distributed leadership lacks empirical studies and data.  Gronn pointed out 

the scarcity of onsite field observations and comprehension among educational 

institutions as discerning and knowledgeable entities advocating dispersed methods for 

increasing systemic leadership capacity.  Timperley (2005) four-year study of seven 

elementary schools in New Zealand reported similar conclusions to those of Spillane 

et al. (2004) and Copland (2003).  Timperley asserted that sustainable school 

transformations toward improved student achievement do not occur solely with heroic 

efforts of a single leader (i.e., a principal).  Instead, the distribution or dispersal of 

collaborative expertise traversing pluralities of populace and circumstances generates 

opportunities for formal (e.g., principals and lead teachers) and informal leaders (e.g., 

teachers).  The opportunities favor the creative development of sustainable 

instructional improvements. 

Huctins, Leont’ev, and Pea’s studies (as cited by Spillane et al., 2001) 

conducted between 1991-1993 advanced a historical perspective on distributed 

leadership by anchoring their educational research to “distributed cognition and 

activity theory” (p. 23).  Spillane et al. argued for developing a model of distributed 

leadership configured with broadened practice within a school.  The broadened 

practice encompassed social and situational context with the purpose of understanding 
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the interplay between the school wide large-scale operations and daily small-scale 

duties for improving instruction.  The result is a dispersed understanding of the 

extended interactions among the “practices of multiple leaders” (p. 25).  Furthermore, 

Spillane et al. discounted the notion of a single heroic leader influencing improvement 

in student achievement.  Instead, they advocated leadership at the school level. 

Spillane (2006) in a study of elementary schools in Chicago, IL, posited that 

distributed leadership contains three fundamental components: “practice, interaction, 

and situation” (p. 4).  From the relationship of these components, Spillane sought to 

establish whether distributed leadership improved student achievement.  Spillane 

posited that distributed leadership can be an analytical process or utilized as a means 

for innovative and creative thought about leadership.  Accordingly, these suppositions 

facilitate the conduct of research on “how leadership practice is stretched over two or 

more leaders and to examine how followers and the situation mutually constitute this 

practice” (p. 13).  Leaders examining practice through self-reflection is a key 

component of distributed leadership.  Spillane’s emphasis on self-reflection points to 

similar observations by Drucker (1999).  Drucker stressed the importance of knowing 

and developing one’s strengths when addressing situations that need change. 

The conceptual model shown in Figure 2.2 illustrates Spillane’s idea of 

stretching leadership practice through a period (Time) via multiple leaders (L) 

alongside with followers (F).  Pluralities of situational leadership are at the core of the 

concept.  Each situation creates different contexts with opportunities for dispersal of 

expertise to affect improvement for enhancing student achievement.  Through time, 
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the pluralities accumulate a collective of experiences that outweigh the experience of a 

heroic leader.  
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Figure 2.2.  Leadership practiced from a distributed perspective. 
 
From Distributed Leadership by James P. Spillane 2006.  Reprinted with permission 
of John Wiley & Sons, Inc.: www.wiley.com/go/permissions.  FAX 201-748-6008. 
 

Studies of distributive leadership frameworks in relationship to educational 

leadership are limited in how school principals practice leadership, make decisions, 

and problem solve.  Spillane et al. (2007) examined the components of distributed 

leadership through the lens of the workday of the school principal.  They suggested in 

the findings a critical role for distributed leadership in the management and leadership 

of schools by the principal.  A principal practicing distributed leadership is 

coperforming functions and tasks with multiple leaders or the “leadership plus aspect” 

(p. 120).  Spillane et al.’s conclusions appear similar to Harris (2004a).  Harris argued 

that successful leaders practice distributive leadership and benefit in learning from 

each other, which develops unity with effort for accomplishment.  However, similar to 
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Spillane et al., Harris cautioned that a need exists for further studies to establish in 

what forms distributed leadership improves student performance. 

Firestone and Martinez (2007) concluded from their case studies of four 

schools in three districts that a definition of distributed leadership is elusive.  

However, two research approaches to distributed leadership emerged in the literature.  

The first is “normative as a quasi-synonym for democratic leadership” (p. 4).  In this 

approach, the researchers centered on democratic practices that included sharing and 

dispersal of authority to teachers.  Secondly, through an “analytic perspective” (p. 4), 

the researchers focused on recognizing how the dispersal of leadership occurs among 

formal leaders, informal leaders, and within the context of the educational setting.  

Similarly, Wahlstrom and Louis (2008) in a quantitative study of “4,165 teachers in 39 

districts in 138 schools” (p. 469), concluded surprisingly that teachers’ trust in 

principals is secondary to the practice of shared leadership.  Shared leadership was 

significant when decision making associated with teachers involved teachers.  The 

research implied the importance of principals and teachers relating to each other 

through distributed leadership. 

How does distributed leadership look in practice?  How do head teachers or 

principals and teachers see distributed leadership?  These research questions guided 

MacBeath’s (2005) mixed methods study at the University of Cambridge in 11 United 

Kingdom schools (kindergarten through high school).  The study’s qualitative methods 

included semi-structured interviews and shadowing.  These methods facilitated the 

exploration of theoretical praxis and functional theory.  The quantitative method 
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incorporated data from 302 questionnaires that teachers returned out of 451.  The data 

reflected the teachers’ attitudes regarding the schools’ “culture . . . leadership and 

management” (p. 350).  Acknowledged in the findings is the critical influence of 

“mutual trust” (p. 353) or reciprocal confidence centered in four dimensions in the 

development of distributed leadership.  The dimensions of trust included relating one-

to-one, having mutual belief, school wide confidence, and district/community support. 

Finally, MacBeath proposed under the umbrella of mutual trust a  “taxonomy of 

distribution” (p. 357) with six classifications of distributed leadership.  He emphasized 

that distributed leadership would thrive if school leaders (i.e., formal and informal) 

understood and employed all six types appropriately in the undertaking of situations.  

The six types are: “(1) distribution formally, (2) distribution pragmatically, (3) 

distribution strategically, (4) distribution incrementally, (5) distribution 

opportunistically, and (6) distribution culturally” (p. 357). 

The first three forms of distributed leadership occur in hierarchical practice.  

Formally, the local district bestows authority traditionally to a headteacher or 

principal.  Assuredly, the principal in turn communicates to the school’s stakeholders 

that he or she is in charge of the school.  Pragmatically, the principal analyzes the 

strengths and weakness of the faculty.  As situations arise, the principal delegates the 

tasks based on an individual’s leadership capacity and willingness to accept the 

demands.  Strategically, the attainment of future goals that emanate from the espoused 

vision determine the attentive selection of staff.  Incrementally, the principal develops 

self-assurance in others to invent, develop, and extend ideas.  Opportunistically, the 
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change signature of the principal transforms from distributing to dispersing to other 

people.  The dispersion occurs with confidence despite divergent views motivating 

others to take on a leadership role.  As a result, a team of dedicated people converging 

for problem solving and decision making in pursuit of attaining the school’s mission is 

established culturally. 

What levels of variance pertaining to distributed leadership exist in schools?  

How can researchers apply the data on variance to the examination of distributed 

leadership in schools?  What counseling can the school receive to extend distributed 

leadership?  These research questions provided the purpose and focus of Richie and 

Woods’ (2007) qualitative study.  The study included data gathered from case studies 

of 10 elementary and secondary schools in the United Kingdom.  The case studies 

incorporated semi-structured interviews of six participants from each school.  The 

participant classifications were the headteacher, deputy headteacher, two department 

heads, a secondary teacher with experience, and a teacher with limited experience.  

Additionally, each school provided a brief review of its background and method of 

distributed leadership.  From the data analysis, the researchers identified 52 factors 

considered by the participants as significant in their school’s move toward distributed 

leadership and its’ progression, preparation, and continuation.  Furthermore, the data 

analysis generated inclination codes that resulted in 11 factors suggestive of 

distributed leadership. 

The first two factors pertained to a school’s ideals, philosophy, aspirations, and 

customs.  The other nine factors concerned staff: (1) motivation, (2) self-learning, (3) 
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feeling appreciated, (4) feeling trustworthy as a team member by the principal, (5) 

shared innovating and visioning, (6) self-awareness of leadership capacity, (7) 

fondness for tasks and provided chances to contribute, (8) support for risk taking, (9) 

autonomous flexibility.  A comparative analysis of the 12 schools’ inclinations toward 

the 11 factors suggestive of distributed leadership resulted in a posited topology of 

distributed leadership. 

Within the classification scheme of the typology, three degrees of distributed 

leadership in schools emerged.  The degrees were “embedded, developing, or 

emerging” (p. 375).  Five schools with embedded distributed leadership had 

institutionalized distributed leadership in their culture.  The 11 factors of suggestive of 

distributed leadership were a way of school life.  The three developing schools 

demonstrated trends and initiative in moving toward embedded distributed leadership.  

The staff in these schools aspired, innovated, and strategically planned to change the 

norms of their respective schools.  In the two emerging schools, the staff aspired to 

develop distributed leadership.  However, the visioning and sensemaking of 

distributed leadership was not transparent.  Consequently, the strategic paths for the 

implementation of distributed leadership did not manifest.  Overall, the Richie and 

Woods study suggested additional longitudinal investigations of schools practicing 

and pursuing distributed leadership. 

The aforementioned studies demonstrated a variety of definitions, models, and 

strands of distributive leadership.  Conclusions from the studies in different societal 

orientations (i.e., business and education) implied that leadership practice is not the 
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sole process of a single leader but the totality of the coalesced creativity of all leaders.  

In addition, the change properties associated with distributed leadership appeared to 

parallel Kuhn’s (1996) perspective regarding paradigm changes.  Kuhn wrote that 

paradigm shifts occur not because of an individual act or as one group’s act.  Instead, 

“What occurs is an increasing shift in the distribution of professional allegiances” (p. 

158).  Furthermore, researchers suggested an emerging trend illustrating a preference 

for collective expertise in decision making versus decision making primarily via 

authority and hierarchy.  Will distributed leadership emerge as a prevalent practice?  

Johnson’s (2001) concept of emergence could serve as a harbinger.  He proposed that 

emergence is “movement from low-level rules to higher-level sophistication” (p. 18).  

Moreover, movement implies distributive factors that enable elevated cognizance in 

the materialization of an idea, paradigm, practice, or system of thinking.  Bolman and 

Deal (2000) emphasized that for ideas to emerge in an organization, the stakeholders 

must value each other’s needs.  This implies distributive leadership practice. 

The following section builds on the aforementioned studies with studies of 

distributed leadership practice from public education.  Additionally, the studies 

strengthen the theoretical argument for the application of the DLM to educational 

leadership and research. 

Section Four: Distributed Leadership Research in Public Education 

This section includes 11 studies related to distributed leadership, 

administration, teachers, and student achievement in public education.  The studies 

with varied methodologies (i.e., qualitative, quantitative, and mixed-methods) are 
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significant because of the comparative conclusions provided on distributed leadership.  

Furthermore, the studies provided an educational research foundation for positing 

inferences and links to this present study’s theoretical framework, the DLM.  The 

inferences and links are the keystones for this study’s methodology and design 

discussed in Chapter III. 

The first study examined a 30-year span of research prior to 2003 related to 

leadership and student performance (Waters et al., 2003). The second study, a 

systematic literature review of distributed leadership in education, revealed key 

variables and themes related to theory and practice (Woods et al., 2004).  As a result, 

the variables and themes provided the impetus for the selection of nine additional 

empirical studies (Council of Chief State School Officers, 2008c).  The nine studies 

are noteworthy for three reasons.  First, the National Policy Board for Educational 

Administration (NPBEA)/Interstate School Leaders Licensure Consortium (ISLLC) 

research panel cited the studies in their revised ISSLC 2008 standards (Council of 

Chief State School Officers, 2008d).  The revisions supported the development of 

distributed leadership.  Specifically, ISLLC 2008, Standard 3, Function D, reflected 

the endorsement of distributed leadership.  Currently, 24 states endorse the ISSLC 

standards.  Second, the nine studies pointed to where research was lacking in 

distributed leadership (Jupp, 2006).  Third, the studies’ methodology (Boote & Beile, 

2005) demonstrated diverse designs, worldviews, procedures, and strategies for 

researching distributed leadership in public education.  Consequently, the review of 
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the studies’ methodology provided the foundational research benchmarks for the 

design of this present study’s methodology. 

Walters, Marzano, and McNulty’s (2003) quantitative meta-analysis of 

research reported during the 30 years prior to 2003 spanned studies related to 

leadership’s impact on student performance.  The scope of the analysis exceeded 

5,000 studies (p. 2).  “Seventy studies . . . involved 2,894 schools, approximately 1.1 

million students, and 14,000 teachers”(p. 3)  Notably, the findings demonstrated a 

significant correlation between leadership (p. 3) and learner performance.  Moreover, 

as leadership capability increased, this translated into a “mean student achievement . . . 

10 percentile points higher” (p. 3)  Related to principals, the analysis reported 21 

leadership responsibilities that were significantly correlated with student achievement.  

Two identified leadership variables correlated significantly with student performance: 

Focus of change and cognizance in the sequence of change.  Additionally, the 

principal as a change catalyst, was significant.  The studies suggested management of 

change, a theme, is a critical leadership task for improving student performance.  

However, unfocused leadership can have an obstructive influence on student 

performance.  The findings reported by Walters et al. regarding change suggest a 

comparative similarity to the DLM’s change signature component.  Theoretically, the 

change signature enables collaborative change based on an individual’s experiences 

and expertise.  

Woods et al. (2004) conducted a review of distributed leadership that included 

80 (p. 440) references that resulted in the selection of  32 (p. 440) journal articles.  The 
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methodology is notable because the key words used to perform the search were 

“delegated leadership, democratic leadership, dispersed leadership, and distributed 

leadership” (p. 440).  Cumulatively, the key words implied a value for group sharing.  

Group sharing is a common theme in distributed leadership.  For example, 

theoretically, delegated leadership, democratic leadership, and dispersed leadership are 

applicable in the DLM’s change signature component.  This suggests that distributed 

leadership in concert with other leadership frameworks such as the DLM is relevant 

and applicable. 

Woods et al. (2004) identified three critical attributes, seven variables, and four 

themes germane to distributed leadership.  The attributes endorsed the emergence of 

collective skill and diverse expertise in an open system.  Cumulatively, the seven 

variables implied situational diversity for the inclination and emergence of distributed 

leadership.  These included (1) “Context” (p. 442), (2) “Control and Autonomy” (p. 

444), (3) “Sources of Changes and Development” (p. 445), (4) “Dynamics of Team 

Working,” (p. 447) (5) “Institutional and Spontaneous Forms of Distributed 

Leadership” (p. 447), (6) “Conflict Resolution” (p. 448), and (7) “Analytical Dualism” 

(p. 448).  Thematically, the study endorsed mixed research methodology in varied 

educational settings to obtain supporting data of distributed leadership development.  

Additionally, distributed leadership is identifiable with an inclination for shared 

direction; however, no model existed that provided the particulars of sharing.  Instead, 

the practice of distributed leadership necessitates selection and decision making 

regarding situations of “educational value and rights to participation.” (p. 453).  
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Consequently, choice, values, and recognition of participation imply that from a credo 

a leader initiates leadership.  The following nine empirical studies cited in the revision 

of ISSLC 2008 standards contain notable conclusions with similarities to the above-

mentioned studies. 

Drucker (1999) emphasized prioritizing self-management in order to reveal 

key variables and themes related to distributed leadership theory.  Emphasis was on 

practice and sustainability at an exceptional level of engagement and performance. 

This emphasis underscored values for knowing one’s strong points, learning in a 

variety of ways, paying attention, exhibiting compatibility within an organization’s 

values, adapting, communicating, and relating.  Likewise, Hock’s (2000) personal 

knowledge of “chaordic leadership” or a leader that systematically maintains a balance 

between chaos and order reinforced the significance of the self as a starting point for 

leadership.  A chaordic leader in the midst of chaotic circumstances has the capability 

of collaborating with other leaders in a systematic manner to regain order and self-

confidence.  Applied to education, a chaordic leader views a school as “an 

organization that blends theoretical and experimental learning” (para.7).  The 

combination implies an inclination toward distributed leadership. 

Spillane, Halverson, and Diamond (2001) endorsed their theoretical 

frameworks of “distributed cognition and activity theory” (p. 23) to develop the 

contention that “School leadership is best understood as a distributed practice, 

stretched over the school’s social and situational contexts” (p. 23).  The outcomes 

potentially are democratically transformative in the gatekeeping of empowerment 
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from a few to a dispersed number.  Figure 2 illustrated this contention.  Spillane et al. 

conducted a four-year longitudinal study in Chicago’s public elementary schools.  

Their study’s design employed qualitative methods such as observations and 

interviews of official leaders including principals and unofficial leaders including 

teachers.  The study’s importance lies in a key objective focused on the interactions of 

multiple school leaders in pursuit of student achievement.  The objective was to 

investigate the relationship between the large-scale roles and the small-scale jobs of 

leadership in the schools.  Furthermore, the research focused on the effects on 

“instruction and instructional changes” (p. 24).  Spillane et al. concluded that research 

on distributed leadership is optimal when exploring school-wide leadership versus 

focusing solely on a few formal leaders. 

Leithwood and Riehl’s (2005) meta-analysis covered 30 years of studies and 

generated two purposes, five assumptions, and six claims about school leadership.  

One claim specifically referred to distributed leadership.  The two purposes centered 

on “providing direction and exercising influence” (p. 7).  The assumptions included 

(1) relating socially, (2) motivating and guiding, (3) persuading, (4) modeling as a 

meaningful role, and (5) having awareness of context and contingencies.  Moreover, 

by providing direction and influence within a context, educational leaders can 

determine the procedural course of actions in pursuit of achieving planned objectives.  

The first claim reinforced leadership as a process having positive impact on learner 

performance.  The second claim stressed that effective leadership begins with 

principals and teachers.  In the third claim, principals and teachers are keys in the 
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distribution of leadership, but inclusion of other stakeholders is equally important.  A 

theme from the meta-analysis showed research on distributed leadership as relatively 

new and with more needed in education. 

Davis, Darling-Hammond, LaPointe, and Meyerson (2005) maintained that 

“Second only to the influence of classroom instruction, school leadership strongly 

affects student learning” (p. 3).  Consequently, principals play a key leadership role in 

student performance.  Davis et al. conducted case studies of eight established 

leadership development programs to identify the elements of replicable models.  The 

qualitative methodology included observations, interviews, summaries, and content 

analyses. Four key findings related to the development of effective principals 

emerged.  In the first finding, principals who affected student performance 

demonstrated skills for developing successful teachers and the effectuation of efficient 

school procedures.  The second finding reported that minimum research data are 

available on programs that prepare and develop principals despite agreement about 

programs of study, field-based experiences, group mentoring, and collaboration 

between universities and school districts.  However, significantly, research including 

distributed leadership practice served as a foundation for the preparation programs.  

The third and fourth findings suggested the emergence of multiple innovative 

programs.  The data further suggested that alignment between restructuring guidelines 

and structures that sustain execution of preparation programs is evident.  A need exists 

for additional research on program performance, governance, and budgeting.  

Additionally, a trend emerged that showed the lack of qualified applicants in principal 
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preparatory programs, thus accentuating the need for further research.  Suggested 

research included the investigation of how to provide principals with assistance in 

developing capabilities for influencing “how schools function and what students 

learn” (p. 20). 

The change signature, a component of the DLM, implies that distributive 

leadership can emerge through the expertise of a leader in concert with other 

leadership paradigms.  One of these paradigms is transformational leadership.  

Leithwood and Jantzi (2005) reviewed 32 empirical studies that were reported 

between 1996 and 2005 to determine the impact of transformational leadership on 

student performance.  The studies were qualitative, quantitative, and mixed-methods.  

With content analysis and the comparison of the results to three previous literature 

reviews, school leadership arbitrators emerged.  The arbitrators impacted 

transformational leadership in schools through “school culture . . . organizational 

commitment . . . planning strategies for change . . . organizational learning . . . 

collective teacher efficacy” (pp. 188-189).  The findings established the significance 

of a shared vision and innovation.  Similarly, in the DLM two of four leadership 

capabilities include vision and innovation. Combined, these two distributed leadership 

capabilities potentially can transform the culture of a school with committed visions 

for innovative initiatives to improve student performance.  Overall, however, 

Leithwood and Jantiz’s study is inconclusive regarding the impact of transformational 

leadership on student achievement.  They stressed continued research and cautioned 

against seeking an emerging cure-all leadership paradigm. 
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Firestone and Martinez’s (2007) study consisted of exploratory case studies of 

four schools representing three public school districts and a university partnership.  

The case studies explored the relationships between “districts, teacher leaders, and 

distributed leadership” (p. 3).  The methodology included interviews with eight 

teachers six times each, on-site observations, field notes, and themes from coded data.  

Firestone and Martinez described two findings from the research question of how does 

distributed leadership practice favorably occur between districts and teacher leaders.  

First, teacher leaders augmented district endeavors.  This included the distribution of 

district support for instruction, mentoring other teachers, and checking on district 

instructional assessment benchmarks.  Success depended on the level of trust by 

formal leaders such as principals, allotted timetables to carry out their duties, 

cognition, and skills.  Second, as the dispersal of leadership emerged, gradual change 

related to the implementation of district goals such as programs of study occurred in 

other teachers.  The case studies demonstrated the importance of trust between teacher 

leaders inclined toward change and other teachers in supporting instruction.  Similarly, 

the findings mentioned previously reflect the leadership capability of relating in the 

DLM. 

According to Leithwood, Mascall, Strauss, Memon, and Yashkina (2007), a 

realistic priority for researchers of leadership is to uncover “. . . those leadership 

behaviors or practices that have predictable and desired influences on followers, 

especially influences that can be predicted across a significant range of contexts or 

situations” (p. 43).  Principals, teachers, and district leaders are potential research data 
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sources for revealing distributed leadership behaviors or practices.  Leithwood et al. 

contended that school principals are the key formal leaders that provide the impetus 

for the development of distributed leadership on school campuses.  Next to the 

principals are district leaders and teachers. 

The Leithwood et al study utilized longitudinal, mixed-methods, and sequential 

methodologies.  The first sample, qualitative, included eight schools, four elementary 

and four secondary representing a school district in Ontario, Canada with 

approximately 100,000 students.  The principals of the schools recommended 19 

teachers out of 515, a student focus group, and nine district leaders for the first 

sampling.  Audiotaped interviews with scripted notes provided the data.  Data analysis 

occurred through coding, including frequency tables that resulted in five focal themes 

concerning distributed leadership.  First, projects initiated by principals were more 

likely successful via the practice of distributed leadership.  Second, principals were 

keys in the development of their staffs’ leadership competencies.  Third, faculty 

members responded more favorably to teacher leaders that exemplified similar 

distributed leadership practices of their principals and superintendents.  Fourth, the 

clear communication by principals of the vision for their respective schools was 

paramount to the practice of distributed leadership.  Fifth, district leaders influenced 

the acceptance and practice of distributed leadership by modeling its practice and 

collaborating with campus leaders.  The second sample, quantitative, provided data 

from 296 teachers out of 515 who responded to a preliminary survey.  The survey data 

identified 19 teachers as informal leaders.  Leithwood et al. claimed the five themes 
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associated with distributed leadership are some of the most current examples of 

research-based applications. 

Overall, the studies’ conclusions reaffirmed that no single discernable 

definition and theoretical framework exists for distributed leadership.  A need existed 

for continued educational research to determine if distributed leadership enhances 

student achievement.  The reviewed studies’ findings emphasized that principals are 

key initiators of distributed leadership practice along with support from district leaders 

and teachers.  In addition, the five themes of distributed leadership and mixed-

methods design from the Leithwood et al. (2007) study provided ideas incorporated 

into this study’s present methodology discussed in Chapter III. 

Section Five: Barriers, Disputations, and Limitations to Distributed 
Leadership 

This section contains reviewed studies in education with reported barriers, 

disputations, and limitations of distributed leadership.  The barriers, disputations, and 

limitations occurred in strategic, political, and culturally influenced contexts.  Within 

the contexts, the researchers posed questions (i.e., how, what, who, and why) and 

argued cautionary conclusions related to distributed leadership.  Additionally, 

researchers have pointed out drawbacks to distributed leadership’s association to other 

leadership paradigms, hierarchical school organization, distribution of authority, and 

the effects on student achievement. 

Harris and Spillane (2008) mentioned two drawbacks related to research on 

distributed leadership.  The drawbacks pertained to conflicting meanings and 
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explanations of theory and practice.  First, the authors disputed claims by some 

researchers that distributed leadership has common characteristics by definition with 

other leadership paradigms.  Consequently, these paradigms tended to generate 

ambiguity among the field of researchers.  The leadership paradigms included “. . . 

shared . . . collaborative . . . participative . . . democratic . . . and teacher” (p.32).  

Second, implied apprehension involving theory and construed realism existed.  The 

apprehension centered on the issue of determining “how leadership is distributed, by 

whom and with what effects” (p. 32).  Similarly, the issue extended to the 

improvement of schools.  Overall, distributed leadership does not provide a cure-all 

theoretical prescription.  Instead, it promotes transparency for needed change in 

schools that includes risk taking in a relatively new arena of research.  Similarly, 

Gunter and Ribbins (2003) stressed the distributive issues of how, whom, and what.  

Additionally, they noted that challenges existed associated with the multifaceted 

dimensions of distributed leadership. 

Mayrowetz (2008) acknowledged the aforementioned theme of uncertainty 

concerning definitions of distributed leadership.  Additionally, he emphasized that a 

tenuous connection existed between distributed leadership and two primary objectives 

related to leadership in education.  The objectives included improving schools and 

developing leadership capacity.  For example, formal leaders should be cautious when 

distributing leadership with some teachers.  Some teachers may experience unexpected 

stress with added leadership responsibilities that do not directly relate to their 

instructional duties.  The stress can affect instruction with distracting implications.  
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Additionally, added responsibilities assumed by unprepared individuals might occur 

consequently expanding the tenuous connection.  To transform the connection from 

tenuous to sustainable, Mayrowetz proposed that researchers seek clarity in the 

meaning of distributed leadership.  Moreover, meaning, coupled with underlying 

germane theoretical frameworks, strengthens the application of distributed leadership 

to the dilemmas of performance. 

Timperley (2005) noted two issues associated with distributed leadership.  The 

issues emanated from a mixed-methods study of seven elementary schools in New 

Zealand.  The study included interviews of 21 teachers and the analysis of student 

achievement data spanning four years.  The first issue dealt with the possible 

distribution of leadership to individuals lacking ability.  To counter this concern, 

priority should be on leadership practice that results in increased capacity for 

improved pedagogy versus mere initial dispersal of leadership.  The second issue 

pertained to the methodology used to study distributed leadership.  Quantitative 

methods are appropriate for measuring the degree of leadership dispersal.  Qualitative 

research methods are most suitable for viewing the interactions and outcomes of 

distributed leadership.  Overall, researchers should be cognizant of the small-scale 

political developments that potentially can minimize the acceptance of distributed 

leadership capability in a school. 

In a three-year case study in England, Storey (2004) reported associated 

problems with distributed leadership in a low-performing secondary school.  The 

school’s weaknesses included a lack of vision, disenchanted teachers, unmotivated and 
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underachieving pupils, and role misunderstandings.  However, a critical core of 

qualified, dedicated, and compassionate teachers provided much-needed support.  The 

lead teacher and headmaster (e.g., principal) jointly endorsed and espoused a 

distributed approach.  The school wide approach with a team effort included 

distributive tactical planning, support, motivation, transparency, and the 

administration of boundary roles.  However, despite the espoused support for 

distributed leadership, Storey concluded that it is one thing to take up a distributive 

approach and it is another to practice it with trust and apply it judiciously.  This 

dilemma evolved from the challenging and multifaceted reality of distributed 

leadership.  The taxing reality encompassed conflicts in prioritization, implementation 

of time-lines, clarity of tasks, and differences in approaches to leading.  The conflicts 

negatively positioned the head teacher and headmaster with struggles related to 

communication.  Consequently, the headmaster, lead teacher, and others lacked depth 

in understanding distributed leadership.  This implied that cognizance of distributed 

leadership increases when a school team can answer what and why questions.  

Answers to these questions provide preferable avenues of communication for 

sensemaking of distributed leadership.  In summary, sensemaking of distributed 

leadership requires additional and sustained research. 

Harris (2004b) proposed that a central query associated with distributed 

leadership is its impact on learner achievement and contribution to improving schools. 

Improvement may occur from numerous persons in leadership roles and from the top 

of the administrative hierarchy (i.e., headmaster or principal).  Furthermore, Harris 
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argued that the literature suggested a positive inclination toward distributed leadership 

improving schools.  However, researchers need more studies to support a nexus 

between distributed leadership, school improvement, and student achievement.  

Researchers cannot ignore the built in complexities that emanate from obstacles within 

the contexts of schools.  The obstacles vary from of the political and organizational to 

customs, which make the realization of distributed leadership challenging.  Tensions 

and confrontations can arise in change-related situations that involve distribution of 

authority, hierarchical arrangements, and decision making.  To diffuse potential 

problems and avoid erroneous entrustment of leadership responsibilities, leaders must 

address such questions as “how to distribute” and “who distributes” (p. 20).  Overall, a 

key to the success of distributed leadership in schools may lie within placing a value 

on relating.  Relating fosters spontaneous reciprocity and support for change in the 

best of interest of students. 

Hartley (2007) reported that distributed leadership recently emerged with 

noticeable interest and support in England.  However, he contended that evidence is 

lacking that affirms a direct link between distributed leadership and student 

achievement.  Additionally, the concept of distributed leadership is confusing, lacks 

transparency, and is operatively ambiguous for empirical research.  Consequently, the 

question posed is, why then has distributed leadership become increasingly prevalent?  

Three factors account for the emergence.  First, the development of politically 

orientated initiatives aimed at reforming public entities such as schools.  Second, 

cultural changes in society legitimize values that support increasing degrees of 
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authority dispersion.  Third, the public regards these political and cultural 

developments as strategically applicable to the 21st century work ethic. 

Wright (2008) pointed out drawbacks of distributed leadership associated with 

the practice of 13 school principals in Alberta, Canada.  The study’s qualitative 

methodology design integrated case studies, coding, evaluation of themes and patterns, 

group interviews, member checking, and semi-structured interviews.  Some patterns 

and themes reflected potential communication, ethical, democratic, non-control, and 

authority-related problems for some principals.  To counter the problems, Wright 

stressed the importance of self-awareness.  Self-awareness may enable principals, 

guided by their principles, to practice distributed leadership more effectively.  

Effective practice may be metaphorically, knowingly, and intuitively grounded by 

theory versus ineffective practice.  Ineffective practice includes scripted practice, 

deflecting, and pretext for assignments that generate problems in schools.  Scripted 

practice results in dissonance due to a lack of clarity and direction in achieving a 

school’s mission.  Deflecting differing opinions by mandates might translate into 

unethical quandaries.  A pretext for assignment of managerial tasks versus a minimal 

concern for a school’s interests suggested undemocratic leveraging.  Principals 

mentioned factors out of their control including “time, practices, and policies” (p. 22) 

as diminishing the practice of distributed leadership.  Furthermore, misapplication of 

bestowed authority combined with purposeful relating could marginalize the 

materialization of a shared vision for improving schools.  In summary, distributed 

 85



Texas Tech University, Ricardo Molina, May 2011  

leadership may benefit principals if they consciously work with others and are 

administratively cognizant that delegating authority to a select few is problematic. 

Maxcy and Nguyen (2006) concluded from a qualitative study of two 

elementary schools in Texas that the practice of distributed leadership and democracy 

in schools are not synonymous.  Additionally, they asserted that restricting authority to 

a select few is problematic.  The study’s ethnographic methodology design included 

the application of two distributed-leadership models (Heller & Firestone, 1995) and 

(Spillane, 2005; Spillane et al., 2001, 2004).  The two models of distributed leadership 

framed the study’s focus to determine whether political influences (e.g., 

accountability) affected distributed leadership and democratic practice.  Maxcy and 

Nguyen (2006) maintained that political influences could steer distributed leadership 

away from democratic practice in schools.  Consequently, attention to the political 

underpinnings, or  “toward what ends, and to whose benefit or detriment” (p. 189) 

warrants scrutiny by school leaders.  Similarly, Woods and Gronn (2009) suggested 

that school leaders should avoid distributed leadership practice solely to address the 

requirements and prime concerns of schools.  Instead, the primary focus should be on 

building relationships with faculty and staff to foster inclusive decision making that is 

democratic. 

In summary, the research on distributed leadership is inconclusive regarding its 

impact on student achievement.  A theme from the literature indicates that additional 

research is needed in public education.  Without research, barriers continue to develop 
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unabated.  Such barriers include assuming that practicing distributed leadership is 

synonymous with democracy. 

Synthesis of the Research 

Addressing this study’s problem statement and purpose underlined the scope of 

the literature review (above).  This section provides a synthesis of the reviewed 

literature.  Discussed are synthesized patterns, themes, common findings, and gaps.  

Additionally, developed from the synthesis is an argument for closing the gaps. 

This study’s problem statement and purpose pertain to the problematic 

perspective of the principal as the sole pivotal leader for sustaining change in an ever-

changing school environment.  A pattern in the literature revealed that positional 

authority alone is not enough to institutionalize new ideas.  The institutionalization of 

ideas requires leadership practice that values inclusiveness and collective expertise of 

multiple leaders.  Distributed leadership embodies these values.  A business leadership 

theoretical model, the DLM, suggests similar leadership values and themes of 

leadership to educational leadership.  The themes include visioning, relating, 

innovating, sensemaking, and change signatures.  The themes simultaneously 

incorporate and integrate strategic, political, and cultural viewpoints in the practice of 

distributed leadership.  The culminations of the themes suggest preferences for 

flattened models of distributed leadership versus traditional hierarchical models of 

authority.  Overall, the DLM has generated a theoretical platform for research on 

alternative viewpoints, descriptions of uncertainty, calls for clarification, and thematic 

findings regarding distributed leadership in education.  The DLM, integrated with 
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distributed leadership research in education, generates a theoretical application to 

educational leadership and research. 

Common themes emerging from the definitions of leadership and distributed 

leadership included process, self-awareness, teaming, collaboration, trust, influence, 

and reciprocity.  Leadership is a process propelled by the cumulative impact of daily 

and long-term decision making of stakeholders.  A stakeholder’s self-awareness taps 

intrinsic motivation, and intuition, and formulates a reality of strengths and areas of 

needed growth.  The stakeholders’ cumulative awareness strengthens and facilitates 

teaming.  Teaming fosters collaboration and communication.  Proclivity for 

collaboration and communication builds trusts that facilitates influence.  The 

combination of trust and influence sets in motion a reciprocal leadership process that 

theoretically is distributed.  Accordingly, distributed leadership has potential for 

facilitation of conflict management, goal setting/planning, dispersed authority, and 

innovative thinking.  Overall, a capacity for distributed leadership shifts emphasis 

from reliance on a single source of authority to dispersed leadership among multiple 

sources facilitating ownership, problem solving, and decision making. 

Critical Analysis 

Educational research on distributed leadership emerged in the early 1990s.  

Compared to educational research on transformational and instructional leadership, 

distributed leadership research is still relatively new and emerging.  From 1990 to 

2009, themes from the literature indicated that gaps exist regarding distributed 

leadership and its impact on educational leadership and instruction.  Development and 
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research of the DLM occurred in a five-year span between 2000 and 2005.  This 

section contains an assessment of the literature review.  The assessment focuses on 

research into the DLM and distributed leadership generally in the field of educational 

leadership, including strengths and weaknesses.  Deduced from the weaknesses are 

gaps in the research with suggestions on how this study’s contributions may reduce 

those gaps. 

Research conducted on the DLM primarily occurred in the organizational 

business sector.  Its proposed strengths lie in the combination of four leadership 

capabilities and change signature component.  The combination of leadership skills in 

visioning, relating, innovating, and sensemaking, when added to a leader’s experience 

base, facilitate needed change.  This distributive process engages other formal and 

informal leaders, which flattens an organization.  Flattening taps an organization’s 

leadership potential that would not otherwise be accessible in a traditional hierarchical 

model. 

The number of research studies conducted on distributed leadership in public 

education varied depending on the school level.  Studies done at the elementary and 

middle school levels were more numerous than those in secondary schools.  

Distributed authority by principals to teacher leaders (i.e., formal and informal) in 

elementary schools indicated an inclination towards collaborative school cultures.  

Collaboration among teachers and principals generated new ideas.  The new ideas 

applied to tasks and instructional strategies.  The most significant advantage was the 

lessening of isolative practices for principals and teachers.  Studies of high schools 
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pointed to different challenges due to departmentalization.  Theoretical models of 

distributed leadership including the DLM provided avenues for future research. 

The recent emergence and short history of distributed leadership research 

suggested three areas of weakness.  First, the research has been inconclusive 

pertaining to gains in student achievement.  Second, definitions of distributed 

leadership have overlapped with other leadership paradigms such as democratic, 

participative, group, and shared.  Consequently, this has created a lack of clarity 

regarding the definition of distributed leadership.  The lack of clarity was similar to 

that found in definitions of leadership. The literature provided no consensus.  Third, 

there was agreement that additional research on distributed leadership in secondary 

schools, especially high schools, is needed. 

This study’s purpose is to contribute to educational research on distributed 

leadership via the application of the DLM.  The study’s mixed-methods design, 

including case studies with embedded quantitative data, enabled the application of the 

DLM to three levels of schools.  Additionally, the application of the DLM to 

educational research contributed to expanding the definition of distributed leadership.  

It is the intent of the study that expanded application of the DLM will generate further 

research. 

Conclusion  

In summary, the literature review in Chapter II revealed distributed leadership 

as having a short history emerging in the 1990s.  Research has occurred 
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internationally, primarily in the United Kingdom, Canada, Australia, and the United 

States.  The bulk of the studies concern elementary and middle schools with a focus on 

the principal and teachers.  The methodologies of the reviewed studies included 

qualitative, quantitative, and mixed-methods designs.  Conclusions and 

recommendations from the studies suggested distributed leadership places a premium 

on the plurality of expertise and less emphasis on the efforts of a single heroic leader.  

Similarly, the combination of DLM’s leadership capabilities and change signature 

component provides a theoretical framework for practice and research.  This study’s 

purpose is to implement a research design to apply the DLM to educational leadership 

and research. 

The reviewed empirical studies and the methodologies from Chapter II 

influenced the selection of the mixed methods design described in Chapter III.  The 

methodological design of this study has as its objective to identify research procedures 

used in studying distributed leadership (Boote & Beile, 2005).  Therefore, the research 

procedures would seem applicable to the problem statement of the study.  What 

theoretical framework can principals employ in concert with other leaders (i.e., formal 

and informal) that taps the potential strengths of distributed leadership?  What 

theoretical framework provides school leaders with a tool to offset the tendency within 

a school culture for a narrowed scope of inclusive decision making?  Additionally, 

how, within a theoretical framework, can principals and other leaders cultivate a value 

for distributed decision making that may improve the students’ instructional 

outcomes? 
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CHAPTER III 

METHODS 

Introduction 

Through a mixed methods design, I intended to study possible applications of 

the Distributed Leadership Model (DLM), which is a theoretical framework of 

distributed leadership, to educational leadership and research.  The research, data 

collection, and analysis focused on principals, assistant principals, and teacher leaders 

in public schools.  The literature review in Chapter II described four mixed-methods 

studies in educational research that are related to distributed leadership and schools.  

The studies included inquiries into improving shared decision making, instruction, and 

organization (Copland, 2003; Leithwood et al., 2007; MacBeath, 2005; Spillane et al., 

2007).  Overall, the literature review described gaps in ascertaining the effectiveness 

of distributed leadership in educational leadership and student performance.  A 

reoccurring theme was the need for additional research with varied methodologies to 

address the gaps.  The intent of this study is to contribute new knowledge in 

distributed leadership with mixed-methods research that addresses the gaps. 

Tashakkori and Creswell (2007) defined mixed-methods research, which 

emerged in the late 1950s,  as “ research in which the investigator collects and 

analyzes data, integrates the findings, and draws inferences using both qualitative and 

quantitative approaches or methods in a single study or a program of inquiry” (p. 4).  

Moreover, mixed methods research may provide informed, thorough, equalized, and 

practical investigative outcomes (Johnson, Onwuegbuzie, & Turner, 2007).  Overall, 
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mixed method research arguably gives investigators advantages in answering research 

questions by simultaneously drawing on the strong points of qualitative and 

quantitative designs.  The advantages minimize the possible shortcomings from using 

only one design (Drew, Hardman, & Hosp, 2008). 

Research Perspective 

According to Creswell and Clark (2007), an investigator has the flexibility 

with mixed methods research to utilize more than one philosophical global view or 

paradigm to underpin a study.  Additionally, a global view has five essential 

components that include “ontology, epistemology, axiology, methodology, and 

rhetoric” (p. 24).  Pragmatism (Dewey, 1916, 1922; Maxcy, 1995, 2003; Menand, 

2001) is this mixed-methods study’s (Creswell & Clark, 2007; Johnson & 

Onwuegbuzie, 2004; Tashakkori & Teddlie, 1998) global view combined with tenets 

of constructivism (Merriam, 1998; Piantanida & Garman, 1999; Schwandt, 2003) and 

postpositivism (Bullock & Trombley, 1999; Jupp, 2006).  The combination of the 

three global views and five essential components underpins my philosophical rationale 

for utilizing a mixed-methods research design.  As a result, this design enables the use 

of qualitative and quantitative data for answering the study’s research questions. 

Creswell and Clark (2007) maintained that mixed-methods research 

encompasses two attributes supported by philosophical suppositions that provide 

researchers advantages in answering research questions.  In the first attribute, enriched 

research outcomes manifest in combining qualitative and quantitative approaches 

versus the employment of only one approach.  Similarly, Ercikan and Roth (2006) 
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asserted that research methods designs in education with adherence only to either the 

unbiased (quantitative) or personal (qualitative) are restrictive.  Instead, mixed-

methods research designs are less restrictive due to the primary focus on answering the 

study’s designed inquiries.  The second attribute includes an underlying process of 

collection, analysis, and mixture of data (quantitative and qualitative) applicable to 

one or a succession of research projects.  Caracelli and Greene (1993) described the 

mixture process as transforming and integrating quantitative and qualitative data.  For 

example, pragmatically, the researcher can often transform quantitative data into 

worded descriptions for analysis and qualitative data into numerical data for analysis. 

The literature on education and pragmatism reinforces the mixed-methods 

research perspective for this study.  John Dewey (1916) maintained in his philosophy 

of democracy and education that reasonableness as an attribute promotes connections 

of community experiences.  The connections parallel democratic attributes of “free 

interchange . . . social continuity” (p. 344).  The knowledge gained from community 

experiences “may be termed pragmatic” (p. 344).  Similarly, Maxcy (1995) suggested 

pragmatic discernments with an inclination toward democratic schools.  Scholarly 

studies of schools metaphorically should consist of schemes, arrangements, or 

methods that reveal examples of social interchange essential to democracy in schools.  

Morgan (2007) argued that pragmatism rooted in mixed-methods research generates 

innovative robustness in answering research questions.  The robustness emerges from 

a pragmatic integration and fresh reorientation of research methodology with 

mechanized mixing of qualitative and quantitative data.  Mixed-methods research 
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practically links an orientation of realistic praxis for workable solutions toward 

addressing problems (Creswell & Clark, 2007). 

The aforementioned five elements associated with pragmatism provide 

multiple lenses that focus vantage points for exploring this study’s theoretical 

framework, the DLM and its application to educational leadership and research.  

Ontology offers a research path for the actuality of the DLM to materialize from 

diverse viewpoints.  Epistemology widens the path by providing a connection between 

the investigator and the research participants.  The connection enables the joint 

construction and abstraction of knowledge to explore workable solutions that emanate 

from applications of the DLM.  Axiology facilitates exploration of the DLM from a 

variety of viewpoints that may be objective or subjective.  Methodology makes 

possible a process for integrating objective and subjective data obtained from the 

exploration of the DLM.  Rhetoric is the vernacular or signposts that guide the 

investigator’s method of collecting accounts of the applicability of the DLM.  The 

accounts may be colloquial (Creswell & Clark, 2007; Guba & Lincoln, 2005; Maxcy, 

2003). 

The five elements and lenses mentioned in the literature associated with 

pragmatism and mixed methods facilitate a connection between theory and the data 

collection and analysis stages of the study.  Specifically, the connection engendered a 

supplementary theoretical platform for the demonstration of the DLM application and 

the data analysis process.  The platform incorporated three interrelated theories. which 

include theory elaboration (Vaughan, 1992), theory of systemic reform (Rorrer et al., 
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2008), and responsive interview theory (Rubin & Rubin, 2005).  An extended review 

of the theories and the DLM applications is in Chapter V. 

Overall, mixed-methods research enriches the analysis of a phenomenon, such 

as the DLM, by pragmatically capitalizing on the strengths of both the quantitative and 

qualitative paradigms (Johnson et al., 2007; Onwuegbuzie & Leech, 2005).  

Additionally, Morgan (2007) maintained that a significant advantage of pragmatism in 

mixed-methods research is an accentuation on the link between generated misgivings 

from epistemological inquires and the methodologies employed to understand those 

misgivings.  Pragmatically, this study’s research design for answering the research 

questions is weighted towards qualitative data supported with quantitative data (quan).  

As a result, this embeds in the research design the global views of both constructivism 

and postpositivism (Creswell, 2003). 

Constructivists maintain that comprehension or sense making emanates from 

qualitative dialogue with various viewpoints of knowledge influenced by real world 

societal, historical, and theoretical dimensions (Merriam, 1998).  Theoretically, via 

application of the five elements associated with global views mentioned by Creswell 

and Clark (2007), a focus on constructivism emerges, enabling an investigator to 

construct meanings from the participants’ interactions with components (i.e., 

leadership capabilities and change signature) of the DLM.  Ontology affords the 

construction of illustrations depicting actualities of the DLM to materialize from 

diverse recorded or transcribed viewpoints.  Epistemology generates a link between 

the investigator and the research participants through close observation and 
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documentation of information.  That connection enables the joint construction of 

knowledge to explore workable solutions that emanate from application of the DLM.  

Axiology facilitates exploration of the DLM from a variety of viewpoints that are 

partial from the interpretative standpoints of the researcher.  Methodology facilitates a 

process for initiating logical induction applied to the research partakers’ viewpoints 

for developing “patterns, theories, and generalizations” (Creswell & Clark, 2007, p. 

24) within the exploration of the DLM.  Rhetoric consists of dialect written informally 

that is employed by an investigator to compose accounts of the DLM’s applicability. 

Postpositivists emphasize a global view with four elements.  The elements are 

quantitative predesigned experimenting, testing, reducing data, and verifying 

outcomes with a focus on numbers and statistics.  Therefore, coupled with the 

aforementioned elements (Creswell & Clark, 2007), positivism enables the 

investigator to use instrumentation (i.e., a questionnaire) to gather ordinal data 

regarding the conceptual framework of the study, the DLM.  Formal analysis of the 

ordinal data may determine what the existing attitudes of the participants’ interactions 

are toward components (i.e., leadership capabilities and change signature) of the 

DLM.  Ontology provides the means to formalize the ordinal data into a single 

statistical report.  Epistemology, by design, generates a distant and impartial link 

between the investigator and the research participants.  Axiology embeds an unbiased 

process of exploration.  The methodology incorporates logical deduction.  Rhetoric 

consists of explicit dialect for an investigator to select prescribed categories of 

variation for measurements of the DLM’s applicability. 
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In summary, the philosophical global views of pragmatism, constructivism, 

and postpositivism underlie this study’s research perspective and anchor the rationale 

for the research design.  The research design includes emphasis on qualitative data 

supported by quantitative data to address this study’s problem, purpose, and research 

questions. 

Research Design 

Mixed Methods Design 

The mixed-methods research design for this study is the embedded design 

(Creswell & Clark, 2007).  The embedded design provided the methodological 

framework for the exploratory application of the DLM, a theoretical model, to 

educational leadership and research.  According to Creswell and Clark (2007), the 

embedded design is best suited for a study that requires more than one data source to 

answer dissimilar inquiries.  An investigator has the flexibility to embed data, 

qualitative or quantitative, within a design needed to support the primary data source 

of choice.  The designation of the data sources as the primary and supportive is 

contingent on the types of research questions.  The mixed-methods research notation 

can be either QUAL(quan) or QUAN(qual).  The notation in caps represents primary 

or weighted data and the notation in parentheses signifies supportive or less-weighted 

data.  Additionally, to complete the criteria for selecting a mixed methods design, an 

investigator must make choices interrelated to design elements of time, weight, and 

the mixing of data (Creswell, 2003).  Figure 3.1 depicts a representative visualization 

of the embedded design.  
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Figure 3.1.  The embedded design employed in mixed methods research. 

From: Creswell and Clark (2007) and printed with permission from Sage Publications.  
The purpose of the embedded design, QUAL(quan), for this study is to 

facilitate answering three research questions (i.e., qualitative, quantitative, and mixed 

methods) related to DLM.  A qualitative (QUAL) design is the primary data source 

supported by embedded quantitative (quan).  In addition, this study integrates 

sequenced timing (→) for implementation, prioritized qualitative data (QUAL), and 

embedded mixed data in a qualitative framework QUAL(quan).  The notations in 

parentheses represent the mixed-methods notation system. 

Figure 3.2 contains the visualization and representation of an adaptation of the 

embedded design for this study. 



Texas Tech University, Ricardo Molina, May 2011  

Questionnaire 
THSODQ 

High School 
Faculty  

Questionnaire 
THSODQ 

Middle School 
Faculty  

Questionnaire 
THSODQ 

 R Elementary 
School Faculty  

DLM               
QUAL Data Analysis     

Interviews & 
Observations       

DLM  
QUAL Data Analysis 

 Interviews & 
Observations 

DLM                  
QUAL Data Analysis     

Interviews & 
Observations 

(quan) Data 
THSODM 
Analysis 

Embedded 

(quan) Data 
THSODM 
Analysis  

Embedded 

(quan) Data 
THSODM 
Analysis  

Embedded 

Results, Findings, 
Interpretations, 

Inferences, 
Conclusions, & 

Recommendations 

NVIVO 8 
Cross Case 

Data Analysis 
QUAL(quan) 

The Study’s Methodology Design for Analysis of the Distributed Leadership Model 

(quan) Data 
THSODM 
Analysis  

Embedded 
 

DLM                  
QUAL Data Analysis     

Interviews & 
Observations 

Case Study 1 
High School 
Three Team 

Leaders 

Case Study 2 
Middle School 

Three Team 
Leaders 

Case Study 3 
Elementary 

School Magnet      
Three Team 

Leaders  

Case Study 4 
Elementary 

School  
Three Team 

Leaders  

Researcher’s 
Contextual 

Background  

Questionnaire 
THSODQ 

W Elementary 
School Faculty  

 

Figure 3.2.  The study’s research design, the embedded design, adapted from Creswell and Clark (2007). 
 
Printed with permission from Sage Publications.
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The employment of the mixed methods design is for the evaluative purpose of 

“development” (Greene et al., 1989, p. 259).  Development encompasses the 

sequenced utilization of outcomes from quantitative methodology with an aim to 

expand or infuse the qualitative methodology and vice versa.  Consequently, a 

development purpose promotes the coupling of global views (e.g., constructivism and 

postpositivism) inherent to the embedded design thus taking advantage of the 

underlying strong points of both interrelated methodologies.  Applied to this study, the 

applicability of a theoretical framework, the DLM, a development purpose potentially 

may amplify the legitimacy of the research outcomes.  Amplified legitimacy leads to 

stronger inferences for generalizing the DLM to educational leadership and research. 

The supporting quantitative data was derived from a questionnaire (Palestini, 

2005) administered to the schools’ faculties.  The primary qualitative data originated 

from case studies of 4 public schools and 12 participants.  The combination of the two 

data sets enhanced the depth of the inquiry in answering three research questions of 

the study.  Moreover, the mixed data facilitated positing inferences interrelated to the 

conceptual links between the two databases and the DLM.  The literature on 

quantitative and qualitative research validates the methods used in this study’s 

embedded design. 

Quantitative Design 

According to Palestini (2005), applicable to The Heart Smart Organizational 

Diagnosis Questionnaire (THSODQ) (70 items) administered to the schools’ faculties 

and The Heart Smart Organizational Diagnosis Model (THSODM) (ten variables), the 
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highest Likert score (i.e., seven) indicates the most positive attitude towards an 

organizational practice.  Conversely, the lowest score (i.e., one) indicates the most 

negative attitude toward an organizational practice.  Quantitative data analysis via 

frequency distributions, central tendency, and median scores generated statistical 

summaries of the THSODQ scores and THSODM scores.  Frequency distribution 

organized a set of scores from the highest to the lowest scores.  Therefore, via 

descriptive statistics I derived a quantitative platform for deducing options that 

supported and guided the qualitative data collection and analysis. 

The quantitative measurers consisted of frequency distributions and median 

scores (Drew et al., 2008; Gravetter & Wallnau, 2004; Johnson & Christensen, 2000; 

Thorndike & Dannel, 2001).  Drew et al. (2008) suggested that for analysis of ordinal 

data, the median and the mode best correspond to central tendency instead of the 

mean.  The median is the most functional measurement.  The median represents the 

50% division point for a set of scores.  The mode is relevant to how often a group of 

scores occur and signifies the most-occurring score.  Overall, descriptive statistics 

makes the management and visualization of data simpler (Gravetter & Wallnau, 2004). 

Qualitative Design 

The qualitative design contained multiple cases studies (Bogdan & Biklen, 

2007; Merriam, 1998; Stake, 2003) comprising four public schools.  Each case had 

three subunits totaling 12 participants.   The 12 participants consisted of principals, 

assistant principals, and teachers in leadership roles.  The qualitative data emerged 

from interviews (Rubin & Rubin, 2005; Wengraf, 2001), observations (Angrosino & 
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Pérez, 2003), and documents (Bogdan & Biklen, 2007; Hodder, 2003) of the 

participants.  In case study research, unlike in an experimental strategy, Yin (2003) 

wrote that no requirement of controlling behavior experiences exists.  Instead, the 

qualitative researcher can, if theory “is used, then identify how the theory will be. used 

in the study, such as an up-front explanation, as an end point, or as an advocacy lens” 

(Creswell, 2003, p. 134) to guide the study.  I used the DLM as the theoretical lens for 

the case studies. 

Summary 

In summary, the study incorporated a mixed-methods design, the embedded 

design, coupled with evaluative development intent. The combination of the strategies 

provided legitimacy to the results from the methodology utilized in answering three 

research questions as noted in the next section. 

Research Questions 

Three questions reflect connections among the study’s problem statement, 

purpose, and theoretical framework (Calabrese, 2006).  Moreover, the research 

questions imply theoretical linking of the DLM applicable to educational leadership 

(i.e. principals, assistant principals, and lead teachers) and research.  The research 

questions reflect three types of research for guiding the data collection and analysis.  

The three types of research questions are supportive quantitative data, primary 

qualitative data, and mixed-methods data.  The three questions are the following: 
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1.  How do the variables associated to “The Heart Smart Organizational Diagnosis 

Questionnaire” administered to the faculties of four public schools impact 

distributive leadership practice? 

2.  In what ways do principals, assistant principals, and teacher leaders in four 

public schools practice distributive leadership via the application of the DLM? 

3.  From the embedded quantitative data with the primary qualitative data, what 

inferences and implications emerged regarding the DLM application to 

educational leadership and research? 

Overall, the research questions results theoretically reflected inferences and 

implications related to the DLM’s four leadership capabilities (visioning, relating, 

innovating, and sensemaking) and the change signature applied to the practice of 

educational leaders in four public schools.  Specifically, the qualitative data collected 

from interviews and observations of the principals, assistant principals, and teacher 

leaders merged with embedded quantitative data collected via a questionnaire 

administered to the schools’ faculties provided the data sets for inference making and 

positing implications. 

Participants 

Approval Process 

Prior to beginning my research, I obtained written permission from two 

entities.  First, in collaboration with the school district’s associate superintendent, I 

obtained written permission to conduct the study by guaranteeing the confidentially of 
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the participants, providing ethical assurances, complying with required school district 

research procedures, and obtaining permission from the principals of the selected 

schools to conduct research.  Second, in collaboration with my dissertation committee 

chairperson, I completed and presented to the Institutional Review Board (IRB) of 

Texas Tech University the required proposal form to conduct the research.  The 

Institutional Review Board form is in Appendix A. 

Case Studies Participants: Schools and Leadership Team Members 

Between the years of 2010 and 2011, four schools (a high school, a middle 

school, and two elementary schools) selected from a public school district located in  

Texas were the purposeful sampling source of participants for the multiple case study 

and the questionnaires.  Three of the four schools were magnet schools.  For the 

qualitative data, the four public schools constituted the purposeful sampling 

population for the multiple cases studies with three leadership team members from 

each school.  Three subunits or leadership team members included the principal, an 

assistant principal, and a teacher leader of a school leadership team for a total of 12 

participants selected.  Chapter V contains an extended discussion with descriptions in 

Table 4.1 and Table 4.2. 

Purposeful Sampling and Strategy of Concept/Theory Based: Justification 

Purposeful sampling (Creswell, 2003; Schwandt, 1997) coupled with the 

strategy of concept/theory based (McMillan & Schumacher, 2001) comprised the 

selection method of the participants in the multiple cases studies.  The concept/theory 
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based strategy underlined the selection of the multiple case studies and subunits.  Both 

provided the social context and leadership situations that occurred pertaining to the 

application of the DLM.  The DLM promoted the theoretical application of 

distributive leadership capabilities for a mixed-methods study that elucidated the 

participants’ leadership abilities and their distinctive methods of practice.  

A reform instituted by the school district to implement Professional Learning 

Communities (PLCs) (DuFour & Eaker, 1998) or leadership teams in the school and 

central office was the rationale for purposefully selecting three leaders from each 

school.  The superintendent and school board select and appoint the principals and 

assistant principals as formal leaders of the schools.  The principals recruit teachers, 

informal leaders, to participate in their respective school PLC.  From a research 

perspective, the PLC team leadership responsibilities provide the potential for 

distributive leadership practice. 

Population: School Faculties and Questionnaire 

With approval from the principals, the faculties from the four schools 

participating in the multiple case studies voluntarily provided quantitative data via on-

line questionnaires.  The high school, middle school, and one elementary school were 

magnet schools.  The school faculties’ participation provided supporting quantitative 

data.  The quantitative sample size for each case study from varied from 25 to 121 

participants.  The following are descriptions of the faculties by school.  An extended 

discussion with descriptions in Table 4.1 and Table 4.2 is provided in Chapter IV.  
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• High School Magnet: 121, African American 6%, Hispanic 9%, 85% White, 

Asian 0% 

• Middle School Magnet: 49, African American 0%, Hispanic 10%, 88% White, 

Asian 0% 

• Elementary School Magnet: 29, African American 0%, Hispanic 40%, 53% 

White, Asian 7% 

• Elementary School: 25, African American 4%, Hispanic 41%, 55% White, 

Asian 0% 

Nonprobability Sampling and Justification 

Questionnaire data through nonprobability sampling (McMillan & 

Schumacher, 2001; Thorndike & Dannel, 2001) provided four opportunity samples 

(Jupp, 2006) of quantitative data.  The faculties’ accessibility in the schools and the 

incorporation of quantitative data in the embedded design to support the qualitative 

data necessitated opportunity sampling instead of probability sampling.  The decision 

to employ opportunity sampling reflected the primary emphasis on the qualitative data 

collected from the multiple case studies.  Additionally, the success of public schools 

hinges on the collective expertise of its stakeholders.  School faculties, as 

stakeholders, play critical roles in advancing the progress and achievement of students.  

The inclusion of school faculties’ collective expertise is paramount to the success of a 

school district’s vision and mission.  This was the rationale for the selection of the 
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school faculties for participation in the study, which is central to distributive 

leadership. 

Summary 

In conclusion, the principals, assistant principals, and teacher leaders are 

appropriate for the multiple case studies and questionnaires.  The participants, with 

their collective experiences with leadership, decision making, and instructional 

responsibilities are situated in complex, challenging, and fast-paced school 

environments.  The school environments created the bounds (Stake, 2000) of the 

multiple cases studies for exploring the application of the DLM to educational 

leadership and research. 

Unit of Analysis 

Yin (2003) explained that a unit of analysis provides the definition and 

actuality of a case study.  Additionally, identification of the unit of analysis is 

contingent on a study’s initial research questions.  An investigator’s awareness on the 

feasibility of attaining the units of analysis helps to delimit and provide a refined 

scope to the research questions. 

Based on this study’s research questions, the units of analysis from the four 

cases studies are principals, assistant principals, and teachers in leadership roles.  

From the four case studies, I qualitatively analyzed the data from the school principal, 

an assistant principal, and a teacher leader.  In support of the qualitative data set from 

the multiple case studies, quantitative data from a questionnaire administered to four 
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school faculties (i.e., groups) was also a source for units of analysis.  The quantitative 

sample size for each case study from varied from 35 to 100 participants compared to 

the four qualitative sample sizes of three participants each. 

Research Variables 

This study incorporated from a nonexperimental questionnaire, “The Heart 

Smart Organizational Diagnosis Questionnaire” (THSODQ) (Palestini, 2005, p. 316) 

and 10 categorical variables related to the “The Heart Smart Organizational Diagnosis 

Model” (THSODM) (p. 315).  Each of the variables had seven associated questions 

within the questionnaire.  The variables and 70 questions provided the source for the 

quantitative data set.  The embedded quantitative set supported the qualitative data sets 

from multiple case studies.  Moreover, the variables generated the potential for 

inferred theoretical links to the DLM consequently complementing the qualitative data 

analysis.  The 10 variables are “Structure, Culture/Heart, Leadership, Motivation, 

Communication, Decision Making, Conflict Management, Goal Setting/Planning, 

Power Distribution, and Attitude toward Change” (pp. 320-321). 

When administered to the faculties of these four public schools, the variables 

of THSODM represented ten diagnostic viewpoints of official and unofficial action 

(Palestini, 2005).  Distributed leadership capitalizes on activities of formal and 

informal leaders.  Additionally, the variables reflect open systems thinking (Senge et 

al., 2000).  Inherent to open system thinking in schools is collaborative utilization of 

inside and outside school resources.  The resources can be formal or informal.  

Collectively, THSODM variables are representative of formal and informal 
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organizational activity that enables possible inferences of conceptual links to the 

DLM.  The potential for inferences established a rationale for inclusion of the 

THSODQ instrument and THSODM variables in the study. 

A discussion of the THSODQ instrument and THSODM variables in the next 

section provides the conceptual framework that underlies the aforementioned 

variables.  The DLM, the study’s a priori theoretical framework, contains eight critical 

attributes for a coding scheme that conceptually links the variables to the qualitative 

data set. 

Research Instrument 

This mixed method study incorporates two research instruments in two phases 

that address three research questions.  In the primary qualitative phase, the researcher 

is the sole instrument for collecting the data from four case studies (Merriam, 1998).  

In contrast, a freestanding questionnaire is the instrument used in the quantitative 

phase.  A questionnaire is representative of a connection between the investigator and 

the information gathered (Drew et al., 2008).  For mixed-methods research purposes, 

the embedded quantitative data collected from the questionnaire supports the 

qualitative data set (Creswell & Clark, 2007). 

Related to the qualitative phase, Guba and Lincoln (1989) asserted that 

constructivists’ methodology inherently has four stipulations for qualitative research.  

The stipulations are: inquiry in everyday locations, discovery learning, the researcher 

is the primary means for gathering details and data, and integration of implied 
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comprehension.  Similarly, Eisner (1998) contended that with qualified care and 

expertise, the investigator is the primary method of collecting information in 

qualitative educational research.  He emphasized that unintentionally an investigator 

might incur oversights due to unfamiliarity with the culture of the setting or being 

influenced by presumptions.  However, counteractively, by the very nature of 

qualitative inquiry, the investigator maintained a pluralistic and holistic alertness to 

the participants’ interaction with others in the school environment.  The constructivist 

methodology enabled me to capitalize on 39 years of personal experience in a public 

school district as a teacher, assistant principal, associate principal, junior high school 

principal, and currently, a district administrator. 

For the quantitative phase, with written permission from Rowman & Littlefield 

Publications, this study incorporated “The Heart Smart Organizational Diagnosis 

Questionnaire” (THSODQ) (Palestini, 2005, p. 316), a non-experimental 

questionnaire.  Palestini’s proposed theoretical model, “The Heart Smart Organization 

Model” (THSODM) (p. 315), links open systems thinking (Senge et al., 2000) with 10 

categorical variables.  The 10 variables reflect attitudinal measurements of official and 

unofficial activity within and outside an organization.  THSODM’s ten categories 

underlie the structure of the 70 items in the questionnaire, THSODQ.  The THSODQ 

contains a Likert Scale (one to seven) from which collected ordinal data (i.e., degree 

of satisfaction) (Alreck & Settle, 1995) constitutes the quantitative set that supports 

the qualitative data set.  Each categorical variable has seven associated items with a 

similar theme.  The THSODQ is shown in Appendix B.  A matrix of the THSODM 
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variables and associated THSODQ items for Likert average scoring is in Appendix C.  

Appendix D shows a matrix of the Distributed Leadership Model (DLM) application 

to the THSODQ variables and associated items. 

According to Palestini (2005), THSODM variables provide attitudinal 

measures within an organization.  Structure measures the effectiveness an 

organization’s overall design and conduciveness to teaming.  Culture/Heart gauges 

institutionalized confidence, diverse comprehension, self-awareness, and belief 

system.  Leadership quantifies the degree of the formal leaders’ modeling, extended 

participation when reaching decisions, adaptivity to the job’s requirements, the 

faculty’s level of development, and facilitating the potential transformative impact of 

other formal and informal leaders.  Motivation measures the effectiveness of incentive 

initiatives.  Communication estimates the clarity and comprehension of transmitted 

information.  Decision Making measures the process of resolution and the 

transparency of the decision making process.  Conflict Resolution assesses the 

methods employed for resolving and lessening tensional differences, disagreements, 

and disputes.  Goal Setting/Planning ascertains the level of clarity in planning, its 

purpose, acceptance, and implementation.  Power Distribution evaluates the degrees of 

authority dispersal and empowerment.  Attitude toward Change measures the degree 

of sensed momentum for improvement and sustainability. 

Pilot Study 

The initial methodology included a pilot study of one non-magnet elementary 

school for making adjustments to fine-tune the data collection and analysis before 
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proceeding with the three remaining schools.  Consequently, due to the school district 

calendar that encompassed compressed April 2010 and May 2010 school schedules 

and May 28, 2010 as the teachers’ final contact day, modifications to the pilot phase 

were necessary.  Instead, I decided to include the non-magnet elementary school 

intended for the pilot study to the study making it four schools.  The modifications 

included within a two-week period obtaining feedback sequentially from three 

teachers who volunteered for the quantitative phase and from four principals and three 

teachers participating in the cases studies for both the quantitative and qualitative 

phases. 

Quantitative Phase-Teachers 

For the quantitative phase, the objective in piloting administering the 

questionnaire (THSODQ) was to minimize impending errors and maximize the rate of 

response.  The pilot study included making needed refinements to instructions via e-

mail, Internet access and completion, design, timelines for completion, and clarity of 

the questionnaire items (Drew et al., 2008).  I sought three teachers to voluntarily 

access the THSODQ on-line at http://www.SurveyMonkey.com.  Following the 

posting of the results, I interviewed each teacher for feedback and follow-up 

refinements.  The teachers’ suggested changes to the questionnaire’s introduction 

statement, purpose, instructions, confidentially assurances, and color scheme.  I 

incorporated their suggestions. 
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Quantitative and Qualitative Phases—Principals and Teachers 

The modifications included scheduled conferences with the principals at the 

schools to explain the study, answer questions, and confirm their willingness to 

participate voluntarily in the study.  Additionally, as prescribed in the Institutional 

Review Board proposal, the principals received a recruitment packet that contained an 

overview of the study and documents for all proposed phases of the data collection in 

their school.  Specifically, the packet contained the district approval and assurances 

regarding voluntary participation and confidentiality.  Moreover, the assurances 

applied to their respective faculty members and the case study participants (principal, 

assistant principal, and teacher leader), secured storage of the collected data, and the 

timeline for the disposal of the data.  The packet contained the following items: 

• School district approval form to conduct research. 

• Recruitment letter 

• 70 Likert Scale items in The Heart Smart Organizational Diagnosis 
Questionnaire (THSODQ)(quantitative phase) 

• Recruitment letter to faculty participating in online survey (quantitative 
(phase) 

• Recruitment letters to the participants in the case studies via interviews 
and observations (qualitative phase) 

• Interview questions (qualitative phase) 

• Consent form for interview (qualitative phase) 

The first phase, quantitative, included online access via 

www.SurveyMonkey,com to The Heart Smart Organization Diagnosis Questionnaire 

(THSODQ) for administration to the schools’ faculties on a voluntary basis.  Prior to 

the data collection commencing, the principals previewed the access procedures, 
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instructions, questionnaire, and confidentiality assurances before granting final 

approval to proceed.  After receiving their approval, the principals received via e-mail 

their respective faculty’s customized online link with instructions to preview it with 

the option of making recommended changes.  This included clarity of the items, 

format, and confidentiality assurances.  Follow-up telephone calls to the principals 

confirmed approval to proceed.  Additionally, three volunteer teachers accessed a pilot 

online link and provided similar feedback.  From the combined feedback, final edits 

occurred. 

For the second phase, qualitative, preceding the interviews, the principals 

received advance copies of the interview consent form (Appendix E) and interview 

questions (Appendix F) for their review, clarification, and suggested changes.  The 

high school principal recommended three changes.  Three teachers reviewed the 

interview questions and did not offer any recommendations.  Similarly, for the 

observation procedures this review process applied.  No changes were necessary. 

Overall, the Internal Review Board and pilot process proved to be beneficial in 

timesaving respective to the participants.  Moreover, the course of action allowed for 

fine-tuning the study’s data collection and analysis. 

Data Collection Procedures 

The data collection procedures commenced after approval from Texas Tech 

University’s Institutional Review Board.  Two sequenced phases encompassed the 

data collection in four public schools.  The quantitative was first, followed by the 
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qualitative.  The data collection procedures for both data sets (quantitative and 

qualitative) included like participants from each of the four case studies and faculty 

samples.  This enabled the investigator to mix or merge results from both data sets.   

In the first phase between April 2010 and May 2010, the quantitative data 

collection took place via an online (SurveyMonkey.com) questionnaire, THSODQ, 

followed by descriptive statistical analysis of 10 variables, THSODM, using Microsoft 

Office Excel.  The data collection was challenging due to time constraints on the 

faculties related to administration of TAKS testing, implementation of district reforms, 

and end-of-school activities.  Nonetheless, email reminders and letters sent to the 

teachers with assistance from the principals, the data collection successfully ended on 

the last of school, Friday, May 28, 2010. 

In the second phase from April 2010 to August 2010, the investigator decided 

how the outcomes from the quantitative analysis applied.  I used the quantitative 

outcomes in two ways.  Foremost, I developed the interview and observation protocols 

for the qualitative data collection and analysis.  Second, I coded the questionnaire 

items by means of the DLM’s critical components to derive additional interview 

questions.  Third, the qualitative data collection in four case studies came about via, 

interviews, observations, gathering of documents, fieldwork, field notes, an 

observational protocol, and as a nonparticipant observer.  The investigator employed 

technology via a digital voice recorder and computer. 

I used semi-structured interviews in a one-on-one format with the study’s 

participants.  The scheduled interviews lasted in duration a minimum of a half hour to 
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a maximum of an hour and a half.  An objective for the interviews was to seek 

understanding of the participants’ insight to the potential DLM application to school 

leadership by active listening.  Furthermore, after the first eight of 12 interviews, I 

edited and some interview questions to magnify further the interviewees’ and 

interviewer’s thoughts and perspectives in relation to the DLM.  Therefore, the 

investigator at times relied on experience, intuition, and gut feelings to ascertain 

meaning from a respondent’s dialogue.  The investigator digitally recorded and 

concurrently wrote scripted field notes during interviews.  From the digital recording, 

I transcribed the recordings, inserted interpretative reflective insights, and referred to 

the field notes for added interpretation. 

The collection of documents emanated from observations and interviews with 

the intention of linking concepts and themes evolved from the transcripts and field 

notes.  I collected campus improvement plans, e-mails, memoranda, organizational 

newsletters, minutes from the district’s school board meetings, vision statements, 

ethics statements, statements of philosophy, and so forth. 

The aforementioned collection methods generated a large volume of data.  The 

inclusion of technology of computers with specialized software further assisted me 

with data collection and analysis.  This included “qualitative data analysis software” 

(QDAS) (Davidson & Jacobs, 2008, p. 73).  The investigator used QRS International’s 

Nvivo 8 and NVivo 8 tree nodes (Appendix G) to code and analyze the qualitative 

data from four school-based case studies.  The data emerged from interviews, field 

notes, and observations. 
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Overall, the objective of the aforementioned collection procedures was for the 

investigator to obtain insight into the participants’ interactions (i.e., units of analysis) 

with an orientation to a distributed leadership framework, the DLM.  For this mixed-

methods study, I used computers with data analysis software, NVIVO 8 and Microsoft 

Office Excel, and SurveyMonkey.com. 

Quantitative Data Collection 

The quantitative (quan) phase applied to the faculties from the four schools 

participating in the case studies.  The data collection commenced by the establishment 

of online access to The Heart Smart Organization Diagnosis Questionnaire 

(THSODQ) via www.SurveyMonkey,com for the four schools participating in the 

case studies.  The principals received an e-mail that contained a faculty recruitment 

letter and a customized online link.  Subsequently, the principals via the school district 

e-mail network forwarded the information to their faculty.  Voluntary access to and 

participation in the survey remained through May 2010.  Principals received periodic 

updates related to the number of responses.  They reserved the option to send 

reminders.  Furthermore, the principals initiated all correspondence (e-mail and hard 

copies of the recruitment letter) to their faculties.  These procedures guaranteed the 

confidentiality of the faculty’s e-mail addresses and identity. 

At the conclusion of the collection period, an exporting of THSODQ responses 

by school occurred into Microsoft Excel spreadsheets.  Analysis of the responses took 

place through Excel’s descriptive statistics application in lieu of SPSS as originally 

planned.  Subsequently, the principals received a summary report of their respective 
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faculty’s responses and a descriptive statistics analysis report pertaining to the 10 

variables from the Heart Smart Organizational Diagnosis Model (THSODM). 

Qualitative Data Collection 

The qualitative phase applied to four case studies comprised of leadership 

school teams recommended by the principals.  The teams consisted of three 

participants (i.e., principal, assistant principal, and teacher leader) for 12 voluntary 

participants.  After their approval, the interviews and observations began in April 

2010.  The final interviews and observations happened in June 2010.  Collection of 

documents continued through August 2010. 

Interviews 

Prior to the interviews, the 12 participants received recruitment letters, the 

interview questions, and consent form.  To confirm their voluntary participation, the 

researcher forwarded e-mails and made telephone calls.  All of the participants 

responded affirmatively and gave their approval.  Next, confirmation of the interview 

dates, times, and locations by e-mails and telephone calls followed. 

The interviews took place at the schools during school hours.  The participants 

determined the location of the interviews.  The duration of the interviews was 

approximately 60 to 90 minutes.  During the first interview, I used a Texas 

Instruments (TI) cassette recorder and kept notes.  Afterward, for the remaining 11 

interviews, I employed a digital voice recorder and used the cassette recorder as a 

backup.  The digital recorder enhanced the clarity of the recordings, provided the 
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capability to convert the recordings to MP3 voice files, and enabled the capacity to 

transfer the voice files to the computer.  This utilization of technology improved the 

accuracy of the transcription process.  Additionally, I used the digital recorder to 

record the superintendent’s and school board president’s address to the district’s 

convocation. 

From the first eight interviews, through reflection, an idea emerged for three 

additional interview questions that incorporated the Bloom Taxonomy (Bloom, 

Engelhart, Furst, Hill, & Krathwohl, 1913) with added emphasis on application, 

analysis, synthesis, and evaluation.  The objective underlying the design of the 

questions was to collect data that reflected the participants’ perceived practical 

application, interpretation, integration, and assessment of the DLM to their leadership 

practice.  Likewise, this confirmed the interviewees’ similar and dissimilar views of 

the DLM compared to the interviewer’s educational experience.  The remaining four 

participants prior to their interviews reviewed and approved the additional questions 

(Appendix F). 

After the completion of the transcription process, for trustworthiness and 

member checks purposes, the participants received their respective interview 

transcripts less the researcher’s comments for their perusal.  This provided the 

participants opportunities to ask questions, suggest corrections, and confirm the 

accuracy of the transcriptions.  No concerns emerged except for one suggested 

correction to a transcript, which occurred.  The participants did not request debriefing, 

and follow-up interviews did not take place.  
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Observations& Field Notes 

The timetable for observations was between April 2010 and June 2010. 

Observations of the participants materialized at the schools, district leadership 

meetings, and professional development events.  An opportunity developed for 

observations on a two-day trip to a school district in Houston, Texas for principals, 

central office administrators, and consultants from the regional education service 

center.  The purpose of the trip was to observe special education inclusion best 

practices. 

The observations in April and May were of faculty meetings in each of the four 

schools.  Quickened paces prevailed in the school climates due to the district deadlines 

related to the end of school.  The observations culminated with the district’s summer 

leadership institute in June.  The observations were primarily of the participants 

interacting in leadership teams.  Despite the ever-present pressed pace, the participants 

were adaptive and motivated in completing tasks and maintained a tenacious focus. 

In the May faculty meetings, the principals, assistant principals, and teacher 

leaders led the discussions of end-of-school procedures, TAKS results, and district 

reform initiatives (i.e., special education inclusion, Value-Added Analysis, Response 

to Intervention [RTI], and CSCOPE).  This was standard in the four schools except in 

the high school, which included discussion of graduation ceremony procedures. 

In June, the district hosted a first annual three-day leadership institute.  Each 

school sent a leadership team consisting of the principal, assistant principals, and other 

school leaders, primarily teachers.  The leadership teams listened to keynote speakers 
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and attended breakout sessions.  Each day culminated with leadership team meetings 

by schools.  In the meetings, the teams debriefed the day’s activities and drafted their 

respective campus plans and SMART goals for 2010-2011.  High levels of 

enthusiasm, collaboration, and leadership capacity building permeated the leadership 

summit. 

Documents 

The collection and review of documents centered on the subsequent impact of 

the district’s reform initiatives and leadership challenges for the study’s participants.  

Sources for the documents originated from the district media advisories, professional 

development events, a summer leadership institute, website, and school board minutes 

from July 2009 to July 2010.  Other sources became available from e-mails, local 

newspaper articles, a two-day out-of-district trip for principals and central office 

administrators, and consultant s from the regional education service center.  The 

documents served a valuable purpose in situating the context of the four cases and 

providing snapshots of the realities facing the participants. 

Data Collection and Statistical Analysis 

Quantitative 

The mixed-methods data analysis procedures for this study’s sequential 

embedded design included three stages.  Stage one, quantitative, incorporated the 

administration of the THSODQ questionnaire to the schools’ facilities in the four case 

studies.  The ordinal data derived from a Likert scale and categorized into THSODM 
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10 variables was the sole source for quantitative databases that supported the 

qualitative databases obtained from the case studies.  The data analysis occurred 

through descriptive statistics with utilization of software, the Microsoft Office Excel. 

Descriptive statistics provided a framework for the organization, summation, 

and reporting of data from the participants’ measured attitudes in the THSODM 

variables.  I analyzed Microsoft Office spreadsheet reports to deduce applications of 

the quantitative data analysis to the qualitative data analysis.  The analysis process 

included three strategies for positing theoretical linkages between the quantitative and 

qualitative data analysis results.  I designed a matrix consisting of the THSODM 

variables intersected with relevant quotations from the qualitative data analysis.  The 

matrix provided a visualization of abstracted correlations between the analyzed 

quantitative and qualitative data.  Second, I compared the likeness of the results in the 

analysis of both data sets.  This approach assisted in confirming or disconfirming the 

quantitative outcomes.  The coding consisted of components from the DLM, the 

study’s priori theoretical framework, to the questions in the THSODQ.  The objective 

in the coding was to abstract themes and patterns related to the THSODM variables 

that are similar to the DLM.  As a result, the aforementioned data analysis strategies 

enabled construction of interpretations and inferences about how the DLM would 

apply to educational leadership and research. 

Qualitative 

The data analysis of the qualitative phase, coinciding with the data collection, 

was a dual process.  First, an ongoing analysis facilitated study of the qualitative data 
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that enabled abstractions and inferred applications of the DLM to educational 

leadership and research.  From the case studies, this included interview transcripts, 

field notes, researcher’s comments, and review of documents.  However, final data 

analysis occurred after all data were collected.  Consequently, I utilized the NVivo 8 

(Willis & Kim, 2006) software to supplement the intervening analysis.  NVivo 8 

provided the means for sense making of text segments, coding, and ideas or nodes.  

Additionally, NVivo 8 enabled diagramming (Johnson & Christensen, 2000) or 

construction of a concept map (Poldma & Stewart, 2004).  These two software 

features made possible illustrative theoretical explanations of the data analysis.  In the 

second stage, ascertainment of the quantitative outcomes that were relevant to the 

qualitative phase occurred.  The third stages involved the application of selected 

quantitative outcomes that steered the qualitative phase.  I composed “qualitative 

narrative summaries,” according to Teno, Stevens, Spernak, and Lynn’s study (as cited 

in Creswell & Clark, 2007, p. 141), of the 10 THSODM quantitative variables.  The 

summaries reflected qualitative theoretical abstractions associated to the DLM.  The 

qualitative analysis occurred with NVIVO 8.  Initially I constructed categories for 

qualitative data coding (Bogdan & Biklen, 2007) with NVIVO 8 by designing tree 

nodes.  The tree nodes provided the structure for coding.  The tree nodes are in 

Appendix H.  Coding facilitated the identification of patterns and themes from the 

data. 
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Mixed Methods 

In final stage, mixed methods, the quantitative (supportive) and qualitative 

(primary) analyses were the sources for positing results, inferences, implications, 

conclusions, and recommendations.  The three analyses related to the DLM 

application to school leaders and research. 

Setting and Environment 

The context for this study was in four school of a public school district located 

in Texas.  Three of four the schools were magnet schools (high school, middle, and an 

elementary school).  Recent accountability results reflect celebratory gains and also 

pose district and school leaders with instructional challenges.  In the released TEA 

(2007) accountability ratings, the school district received an Acceptable rating in 26 

measured areas.  Six schools earned Exemplary ratings and 10 received Recognized 

ratings.  However, the scores for minority and economically disadvantaged students, 

Hispanic and African American, were unacceptable in mathematics and science.  Two 

elementary schools and one middle school received a low performing rating.  

Additionally, The Elementary and Secondary Education Act of 2001 (No Child Left 

Behind) accountability system preliminary 2006 data revealed that two high schools 

and one middle school, did not make Adequate Yearly Progress (AYP).  As a result, 

this district is indicative of other large districts across Texas that is struggling with 

growing minority populations, poverty, and accountability standards. 

The setting’s appropriateness facilitated access to study principals, assistant 

principals, and teacher leaders in a school district as they interact with members of the 
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school community.  This provided opportunities for observation of the school leaders 

in relation to the DLM. 

Bias and Error 

Awareness and strategically addressing the possibility of latent bias and error 

adds legitimacy or validity to a study (Jupp, 2006).  Guba and Lincoln (1989) 

mentioned examples of bias and error.  One illustration is the intentional interjection 

by an investigator of subjectivity into an evaluation of an observation.  A second 

instance is an overreliance on the background and experiences of the researcher.  This 

practice could bias the synthesis of collected data thus limiting an accurate 

representation of the phenomenon under study. .Therefore, I utilized strategies to 

reduce bias and error as noted in the literature. 

To counter bias and error, Guba and Lincoln (1989) proposed confirmability 

and instant analysis of information versus solely relying on a methodology.  

Confirmability seeks accountability from an investigator on the origination of 

collected information and of the reasoning in developing an argument.  Additionally, 

the instant recording of the data versus delaying documentation reduces the chance of 

bias and error.  Furthermore, McMillan and Schumacher (2001) suggested three 

preventive strategies.  The strategies include maintaining a “field log, field (reflex) 

journal, and documenting for audibility” (p. 412).  A field log consists of 

documentation of the investigator’s activities, contacts, and duration of engagement at 

the research sites.  The field (reflex) journal contains confirming documentation of the 

rationales and decision making process concerning alterations to a study’s focus, 
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overall intended strategy, and methodology.  Additionally, included are an 

investigator’s emerging viewpoints or new insights during data collection and 

analysis.  Documenting for audibility necessitates providing evidence to an external 

observer in the form of a written, visualized, and traceable path, which is called an 

audit trail.  The path contains strategies used to manipulate information and the critical 

attributes for developing a description of the findings. 

Validity 

Creswell (2007) explained that validity in the perspective of mixed methods 

research provides an investigator with the capability to delineate significant and 

precise conclusions.  Via delineation, inferences may emerge from collected and 

analyzed data, which adds legitimacy to the study.  The mixed methods terms of 

inference quality and legitimation are synonymous with validity.  Additionally, 

validity in mixed methods is inclusive of qualitative and qualitative research.  This 

study has embedded quantitative data that supports the primary qualitative data.  

Therefore, the following discussion of validity pertains to the application of the 

qualitative and quantitative phases of the study. 

In qualitative research, validity is the level of accounting for occurrences with 

descriptive realistic benchmarks of a theoretical concept under study (McMillan & 

Schumacher, 2001).  Validity, according to Richardson (2003) and Creswell (2003), 

elucidates the accuracy or dependability of the reported findings among the 

investigator, the contributor, or the audience .  The elucidation process moves beyond 

the rigidity of triangulation by maintaining steadfastness in deconstructing and 
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accounting beyond conventional views (Richardson, 2003).  This process enabled the 

researcher to report the findings from a variety of viewpoints (Denzin & Lincoln, 

2003).  Furthermore, to ensure the validity or dependability of a study’s findings, 

Merriam (1998) citing Patton (1900) pointed out the imperativeness for the researcher 

while conducting field work to study various sources of data instead of relying on a 

single source.  This process also includes cross-checking the findings to enhance the 

validity of the study  

To ensure validity, this study included several sources of data obtained from a 

qualitative cross analysis of multiple cases studies.  This study incorporated other 

sources as suggested by Creswell (2003) to gauge the validity or dependability of the 

findings.  The sources included: (1) member-checking, (2) rich, thick description, (3) 

making clear any possible researcher’s bias, (4) reporting differing findings that 

contradict the themes and concepts, (5) immersed observation of the phenomenon in 

the field to gain a deeper perspective, and (6) use of peer debriefing for checking 

accuracy.  Similarly, Schwandt’s (1997) strategies for validity endorse Creswell’s 

strategies. 

Member checking obligates the researcher to corroborate the findings with the 

participants.  The investigator provided the 12 participants interviewed with written 

transcripts.  The participants were given opportunities to provide feedback and request 

corrections.  One principal requested a correction.  Thick and rich description, 

foundational to qualitative inquiry, calls for the researcher to describe vigilantly the 

details of shared communication by the participants.  Therefore, the researcher 
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digitally recorded the interviews, transcribed the interviews, scripted the participants’ 

comments, and wrote researcher’s comments.  The researcher reduces narrow-

mindedness and builds trust with the participants by unmasking personal bias through 

honest self-reflection.  To achieve this, the researcher redirected questions from the 

participants during the interviews when asked, “What do you think?”  Is my definition 

of the Distributed Leadership Model correct?”  “Did I answer your question 

correctly?”  Immersed or extended observation vitally determines the actuality of the 

participants’ social interactions.  Beyond the time spent with the participants during 

the interviews, the researcher observed the participants in faculty meetings and 

campus improvement planning meetings during a summer leadership institute.  Peer 

debriefing obligates the researcher to seek feedback as an added dimension from 

experienced and reliable colleagues.  The researcher sought feedback from the 

dissertation committee chair, a retired professor, principals, assistant principals, and 

teachers.  Additionally, the researcher discussed, maintaining confidentially, aspects of 

the research with colleagues to test the DLM’s application to the reality of public 

school contexts. 

A questionnaire, THSODQ, administered to the schools’ faculties participating 

in the multiple cases studies was the source for quantitative data.  Through member 

checking, I entered into dialogue with the principals and teacher leaders that I 

interviewed to discuss the validity of the questions.  The principals received an 

advanced copy of the questionnaire for their review, feedback, and approval.  I 

followed-up with telephone calls to confirm their approval.  The four principals 
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approved the questionnaire and requested a report of the results for their campus 

improvement planning.  Subsequently, I forwarded to the principals via email a 

descriptive statistics analysis report of THSODM variables for their school.  

Furthermore, I discussed with the principals, assistant principals, and teacher leaders 

that I interviewed the questionnaire and variables.  The 12 twelve participants 

acknowledged the relevancy of the questionnaire and questions. 

The study provided an opportunity to extend the development and application 

of the questionnaire from a graduate leadership program level to a public school 

setting (Creswell & Clark, 2007).  The extended application and feedback from the 

participants generated possible improvements to increase validity. 

Overall, enhancement of validity in mixed method research occurs holistically.  

This occurred with the integration of both qualitative and quantitative data.  The 

integration facilitated inferences regarding the outcomes of the study.  My goal was to 

maximize the validity and trustworthiness of the data sets. 

Transferability 

In the literature are underpinnings that provide competing frameworks for 

ensuring the transferability of the findings derived from a study.  Schwandt (1997) 

identified two competing qualitative research conceptual approaches that include the 

Aristotelian terms of episteme and phronesis.  First, the conventional and epistemic 

method of developing universal expressions via theory endorses both empirical and 

explanatory.  In educational research, this would involve the technological application 
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of the empirical data from theory.  The second approach, phronesis, reinforces the 

pragmatic comprehension of specific conditions, and disfavors support for learning 

originated from theory.  In similar thinking, Eisner (1997) implied that in education, a 

heuristic method of qualitative inquiry would generate domains characterized by 

investigation with representations that assist in discovering solutions to problematic 

situations (e.g., classrooms and schools). 

To promote the transferability of the findings, the researcher employed a 

combination of the epistemic and phronetic qualitative methods.  This included 

conducting an ongoing investigation and collection of data on how the principal, 

assistant principals, and teacher leaders addressed developing situations in their daily 

routines that linked their leadership practice to the theoretical components of the DLM 

components.  Moreover, I utilized the triangulation of various data sources (Schwandt, 

1997) gathered from observations, interviews, transcripts, documents, and journal 

entries.  Additionally, through memoing or reflective notes (Johnson & Christensen, 

2000) I incorporated my education leadership experiences and knowledge in 

administrative leadership practice to further reflect the potential transferability of this 

study and its application to the DLM framework.  The aforementioned qualitative 

methodology potentially will facilitate replication of the study and areas for further 

research. 

In summary, the DLM, a theoretical model, anchored the study within a mixed 

methods research design, the embedded design.  The design encompassed 

conventional and epistemic method of developing universal expressions via theory 
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(DLM).  Additionally, incorporated were pragmatic comprehensions of specific 

conditions beyond the parameters of the theoretical model.  Therefore, the study did 

initiate a potential for the transferability of the results.  However, the researcher 

acknowledges the need for further research of the DLM application to educational 

leaders and research. 

Reliability 

McMillan and Schumacher (2001) explained the purpose of reliability, 

primarily in quantitative studies, is to establish regularity and reduce inaccuracies of 

outcomes.  For example, the degree of regularity of the data collected with the same 

instrument provides a measure of reliability to a study.  Optimal reliability develops 

through consistent procedures in collecting the data (Guba & Lincoln, 1989).  These 

include consistency with coordination and timing, the person collecting the data, 

duration of the data collection, and readability levels of the questionnaire.  Only one 

investigator collected and analyzed the qualitative data from multiple case studies for 

this study. 

The study included a quantitative instrument.  With written permission from 

the author and publishing company, I selected a questionnaire that contains a Likert 

attitudinal seven-point scale.  Administered to the schools’ faculties participating in 

the multiple cases studies, the questionnaire is the source for quantitative data.  

Palestini (2005) designed the questionnaire for the purpose of conducting an 

organizational diagnosis of schools and districts.  However, for reliability purposes 

there are no prior scores from empirical studies to examine.  However, as dean of 
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graduate and continuing studies at the Saint Joseph’s University in Philadelphia, 

Palestini uses the questionnaire with his graduate classes.  Palestini’s educational 

background lends reliability to the items in the questionnaire.  His experiences 

included being a high school teacher, assistant principal, assistant superintendent, and 

superintendent of schools.  To counter potential threats to reliability, I piloted tested 

the questionnaire, used member checking from the multiple cases studies, and peer 

reviews to determine if the “questions fit the research questions” (Creswell & Clark, 

2007, p. 115). 

Summary 

Viewed–through a theoretical lens of distributed leadership, the DLM, and an 

underlying worldview of pragmatism, this study incorporated a mixed-methods design 

to answer three research questions.  Developmentally, the embedded design consisted 

of three interrelated phases implemented sequentially in case studies of four public 

schools.  The quantitative phase provided data via an attitudinal questionnaire 

consisting of 10 variables, which was administered to the schools’ faculties.  Analysis 

was through descriptive statistics.  The quantitative data steered the qualitative data 

collection and analysis.  The qualitative data originated from case studies and 

interviews of informal and formal school leaders in four public schools.  Ongoing 

qualitative analysis using the NVivo 8 software produced “themes and patterns” 

(Stake, 2003, p. 155).  The third phase integrated the quantitative results with the 

qualitative results.  The integration enabled me to make inferences related to the 

generalizability or transferability of the DLM to educational leadership practice and 
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research.  A pilot study provided formative data for minimizing potential bias and 

error.  Additionally, incorporation of validity, and reliability procedures helped 

enhanced the creditability of the study.  In summary, the mixed methods design of the 

study enabled the development of inferences and presentation of results related to the 

applicability of the DLM in Chapter IV.  Additionally, the inferences and results 

provided the underlying theoretical support for proposed implications, summary, and 

conclusions in Chapter V.
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CHAPTER IV 

RESULTS 

Introduction 

The intent in this chapter is to present in an organized format the results 

derived from data collection and analysis via mixed methods pertaining to this study.  

Three research questions steered the study’s purpose, which was to determine what 

practical applications, implications, and potential benefits from research on the 

Distributed Leadership Model (DLM) may emerge related to educational leadership.  

A public school district in Texas with an impetus for reform initiatives that included 

Professional Learning Communities (teams), CSCOPE (standards-based curriculum), 

Response to Intervention (interventions for students in general education), inclusion 

via special education and IDEA (in general education), and Value-Added Analysis 

(student performance monitoring) beginning in July 2009 and extending through 

August 2010 provided the context for the study.  It was within this context that the 

data collection and analysis process occurred.  Moreover, throughout the collection of 

the mixed data, analysis by NVivo 8 tree nodes (Appendix H) juxtaposed to the DLM 

occurred.  The results established the foundation for the positing of interpretations, 

inferences, conclusions, and recommendations in Chapter V. 

In April 2010, the Institutional Review Board (IRB) at Texas Tech University 

(TTU) (Appendix A), the school district, and district principals granted permission for 

the study to commence.  Convenience samples from four school-based case studies 
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were the source for the data collection and analysis, which occurred from April 2010 

through August 2010.  Correspondence with the participants was via the Texas Tech 

University e-mail network, telephone, conferences at the schools, and at district 

professional development activities. 

Population, Sample, and Participants 

A public school district in Texas with an approximate population of 28,100 

students and 3,600 total staff was the source for the selection of the participants in the 

study.  The student ethnic distribution in the district was 50% Hispanic, 33% White, 

15% African American, and 2% Asian.  Sixty percent of the students qualified as 

economically disadvantaged and 12% special education.  The district had 

approximately 2,500 teachers and 100 campus administrators.  The teacher ethnicity 

distribution was 82% White, 13% Hispanic, 4% African American, and 1% Asian.  

The aforementioned district data originated from the 2008-2009 Academic Excellence 

Indicator System (AEIS), an annual report from the Texas Education Agency (TEA). 

The Embedded Design, discussed in Chapter III, provided the mixed-methods 

framework for the selection of the participants in two phases, quantitative and 

qualitative.  Additionally, the selection process reflected the school district’s reform 

initiatives that included Professional Learning Communities (PLCs) (DuFour & Eaker, 

1998), and PLC leadership teams from each of the district’s schools who attended a 

summer leadership institute.  The faculties represented four PLCs that encompassed 

the quantitative samples.  The qualitative phase involved four PLC leadership teams 

(case studies) that consisted of the principals, assistant/associate principals, and 

 136



Texas Tech University, Ricardo Molina, May 2011  

teacher leaders.  Similarly, the literature on the DLM (Ancona, Kochan, Scully, 

Maanen, & Westney, 2005b, 2005c) stressed effectiveness of leaders working in teams 

rather in isolation which parallels the concept of PLC leaders working in teams.  

Accordingly, the quantitative and qualitative phases are representative of PLCs and 

leadership teaming (Bolman & Deal, 1992). 

Table 4.1 contains AEIS data, which illustrate the four schools that participated 

in the cases studies and their respective faculties.  The schools are in the same feeder 

pattern, and three of the four are magnet schools.  The data exemplify four schools 

with no accountability performance ratings that are unacceptable.  Three have state 

“recognized” ratings and all four met federal Adequate Yearly Progress (AYP).  The 

“recognized” rating is better than “acceptable” rating on the Texas accountability 

scale.  An “exemplary” rating is the highest. 

The data show that the majority of the students are economically disadvantaged and 

Hispanics have the highest percentages of enrollment.  In contrast to the student ethnic 

distribution, the majority of the teachers are white.  The teachers were the source for 

the quantitative data collected online through The Heart Smart Organizational 

Diagnosis Questionnaire (THSODQ) 70 items, and reflected The Heart Smart 

Organizational Diagnosis Model (THSODM) 10 variables.  According to Palestini 

(2005), applicable to THSODQ administered to the schools’ faculties and THSODM, 

the highest Likert score (i.e., seven) indicates the most positive attitude towards an 

organizational practice.  Conversely, the lowest score (i.e., one) indicates the most 

negative attitude toward an organizational practice.  Each of the 10 variables has seven 
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items.  The 10 variables are “Structure, Culture/Heart, Leadership, Motivation, 

Communication, Decision Making, Conflict Management, Goal Setting/Planning, 

Power Distribution, and Attitude toward Change” (pp.320-321).  

Table 4.1: Quantitative Samples (HSM = High School Magnet, MSM = Middle 
School Magnet, ESM = Elementary School Magnet, ES = Elementary School, State 
Accountability Rating = AEIS, Federal Accountability Rating = AYP, AA = African 
American, H = Hispanic, W = White, A = Asian/Pacific Islander) 

      
 
Case School AEIS  AYP Students/ 

Ethnicity  
Students 

Economically 
Disadvantaged 

Teachers/ 
Ethnicity  

1 HSM Recognized Meets 2050 51% 121 
    AA   9%  AA   6% 
    H   59%  H     9% 
    W  26%  W  85% 
    A     6%  A     0% 
2 MSM Recognized Meets 770 46% 49 
    AA   8%  AA   0% 
    H   44%  H   10% 
    W  43%  W   88% 
    A     5%  A      0% 
3 ESM Acceptable Meets 350 77% 29 
    AA   6%  AA    0% 
    H   76%  H    40% 
    W  16%  W   53% 
    A     2%  A      7% 
4 ES Recognized Meets 330 93% 25 
    AA  20%  AA     4% 
    H   75%  H     41% 
    W    5%  W    55% 
    A     0%  A       0% 
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Four school-based leadership teams constituted the qualitative phase.  Table 

4.2 contains the data regarding the participants in the four case studies.  Fifty percent 

of the participants are female and 50% male.  The principals’ average years of 

experience is 31, assistant principals 16 years, and teacher leaders 7.5 years.  The 

principals’ average years at their schools were 3.3 years, assistant principals 4.0 years, 

and teacher leaders 7.5 years.  Three of the four principals were male, and in charge of 

a magnet school.  Caucasians comprised 83% and Hispanics 17% of the qualitative 

sample. 

Table 4.2:  Qualitative Samples (HSM = High School Magnet, MSM = Middle School 
Magnet, ESM = Elementary School Magnet, ES = Elementary School, TL = Teacher 
Leader, ATP = Assistant Principal, AP = Associate Principal, P = Principal) 

 
 

Case School Participants Gender Ethnicity Years 
Experience 

Years at  
School 

1 HSM P Male White 26.0 01.0 
1 HSM AP Male White 27.0 07.0 
1 HSM TL Female White 08.0 08.0 
2 MSM P Female White 20.0 02.0 
2 MSM ATP Male White 08.0 02.0 
2 MSM TL Female White 11.0 11.0 
3 ESM P Male White 18.0 04.0 
3 ESM ATP Female White 12.0 03.0 
3 ESM TL Female Hispanic 05.0 05.0 
4 ES P Male Hispanic 34.0 06.0 
4 ES  ATP Female White 17.0 02.0 
4 ES TL Female White 06.0 06.0 

 
  

Overall, data in Table 4.1 and Table 4.2 illustrate that the participants in the 

four schools work in environments where the majority of students are minority and 
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economically disadvantaged. Despite the diversity and poverty levels, the four schools 

met or exceeded state and federal accountability standards. 

Results 

Three research questions constituted the framework for the data collection and 

analysis.  The results from the first question encompassed supportive quantitative data.  

The second question included results from the primary qualitative data.  The third 

question incorporated the quantitative results embedded into the qualitative results to 

infer mixed-methods results and implications.  The three questions are the following: 

1.  How do the variables associated to “The Heart Smart Organizational Diagnosis 

Questionnaire,” administered to the faculties of four public schools impact 

distributive leadership practice? 

2.  In what ways do principals, assistant, principals, and teacher leaders in four 

public schools practice distributive leadership via the application of the DLM? 

3.  From the embedded quantitative data with the primary qualitative data, what 

inferences and implications emerged regarding the DLM application to 

educational leadership and research? 

The next three sections contain the results for the three research questions.  

The quantitative results embedded with the qualitative results constitute the 

framework for the mixed results for the third research question.  Chapter V contains an 

extended discussion of the results.  
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Quantitative Analysis and Results 

The quantitative data analysis occurred through a descriptive statistics 

application in Microsoft Excel via a spreadsheet. Tables 4.3 (high school magnet), 4.4 

(middle school magnet), 4.5 (elementary school magnet), and 4.6 (elementary school) 

contain the faculties’ average scores and median scores of 10 variables (first column) 

associated to THSODQ and THSODM.  THSODQ encompasses 70 items measured 

on a seven- point Likert Scale (Appendix B).  THSODM (Appendix C) has 10 

variables with seven items per variable.  THSODM as discussed in Chapter III 

facilitated linkage of the 10 variables to the DLM via systems thinking (Senge et al., 

2000) .  Subsequently, systems thinking enabled the rationale for the mixed-methods 

embedment of quantitative results into the qualitative results filtered through the 

DLM.  A matrix for inferred applications of the DLM to THSODQ 72 items within10 

variables of THSODM reflects the linkage (Appendix D).  A further discussion is in 

the mixed-methods results section. 

Within the abovementioned theoretical context (rationale and link), the 

following sections reported by school constitute the quantitative outcomes for research 

question number one.  The objective of the analysis of 10 variables from THSODM is 

to measure each school’s propensity for distributive leadership practice.  The school 

leadership teams could use the data (the measured voice of the faculty) to enhance 

their campus improvement planning that ultimately helps students (Bernhardt & Geise, 

2009). 
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High School Magnet: Quantitative Outcomes 

Relative to the 10 variables, the high school magnet faculty’s median scores 

are 100% in the “agree slightly” (rating of 5) range.  Contrastingly lower by one Likert 

Scale measure, variables number four (culture/heart) and ten (attitude toward change) 

are measured as “neither agree nor disagree” (rating 4).  However, no scores are in the 

“disagree slightly” (rating 3), disagree (rating 2), and disagree strongly (rating 1) 

range. 
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Table 4.3:  High School Magnet, descriptive statistical analysis results of The Heart 
Smart Organizational Diagnosis Model (THSODM) variables from the faculty. (F = 
Faculty Average Score, FMS = Faculty Median Score, R = Responses, RR = Response 
Rate) 

 
 

THSODM Variable 
F  

(quan) 
F M S 

(quan) 
   

1   Structure 4.5 5.0 
2   Culture/Heart 5.0 5.0 
3   Leadership 4.6 5.0 
4   Motivation 4.4 5.0 
5   Communication 4.7 5.0 
6   Decision-Making 4.3 5.0 
7   Conflict Resolution 4.4 5.0 
8   Goal Setting/Planning 4.6 5.0 
9   Power Distribution 4.6 5.0 
10 Attitude toward Change 4.7 5.0 

R 57/121  
RR 42%  

 
 

Middle School Magnet: Quantitative Outcomes 

Relative to the 10 variables, the middle school magnet faculty’s median scores 

are 80% in the “agree” (rating of 6).  Contrastingly lower by one Likert Scale measure, 

variables number five (communication) and six (decision-making) are measured as 

“slightly agree” (rating 5).  However, no scores are in the “disagree slightly” (rating 

3), disagree (rating 2), and disagree strongly (rating 1) range. 
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Table 4.4:  Middle School Magnet, descriptive statistical analysis results of The Heart 
Smart Organizational Model (THSODM) variable ratings from the faculty. (F = 
Faculty, FMS = Faculty Median Score, LT = Leadership Team, R = Responses, RR = 
Response Rate) 
 
 

THSODM Variable F (quan) F M S (quan) 
   

1   Structure 5.3 6.0 
2   Culture/Heart 5.3 6.0 
3   Leadership 5.4 6.0 
4   Motivation 5.2 6.0 
5   Communication 5.2 5.0 
6   Decision-Making 4.8 5.0 
7   Conflict Resolution 4.7 6.0 
8   Goal Setting/Planning 5.5 6.0 
9   Power Distribution 5.1 6.0 
10 Attitude toward Change 5.5 6.0 

R 42/61  
RR 68%  

 
 
 

Elementary School Magnet: Quantitative Outcomes 

Relative to the ten variables, the elementary school magnet faculty’s median 

scores are 90% in the “agree” (rating of 6) range.  Contrastingly lower by one Likert 

Scale measure, variable number seven (conflict resolution) is measured as “neither 

agree nor disagree” (rating 5).  However, no scores are in the “disagree slightly” 

(rating 3), disagree (rating 2), or disagree strongly (rating 1) range.
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Table 4.5:  Elementary School Magnet, descriptive statistical analysis results of The 
Heart Smart Organizational Model (THSODM) variable ratings from the faculty. (F = 
Faculty, FMS = Faculty Median Score, R = Responses, RR = Response Rate)  
 
 

THSODM Variable F (quan) F M S (quan) 
   

1   Structure 5.1 6.0 
2   Culture/Heart 5.6 6.0 
3   Leadership 5.7 6.0 
4   Motivation 5.3 6.0 
5   Communication 5.6 6.0 
6   Decision-Making 5.0 6.0 
7   Conflict Resolution 5.0 5.0 
8   Goal Setting/Planning 5.4 6.0 
9   Power Distribution 5.2 6.0 
10 Attitude toward Change 5.3 6.0 

R 41/47  
RR 87%  

 
 

 

Elementary School: Quantitative Outcomes 

Relative to the ten variables, the elementary school faculty’s median scores are 

100% in the “agree” (rating of 6) range.  No ratings are in the “disagree slightly” 

(rating 3), disagree (rating 2), or disagree strongly (rating 1) range.
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Table 4.6:  Elementary School, descriptive statistical analysis results of The Heart 
Smart Organizational Model (THSODM) variable ratings from the faculty. 
(V=Variable, F=Faculty, FMS=Faculty Median Score, LT=Leadership Team, R = 
Responses, RR = Response Rate) 
 
 

THSODM Variable F (quan) F M S (quan) 
   

1   Structure 5.1 6.0 
2   Culture/Heart 5.6 6.0 
3   Leadership 5.7 6.0 
4   Motivation 5.3 6.0 
5   Communication 5.6 6.0 
6   Decision-Making 5.0 6.0 
7   Conflict Resolution 5.0 6.0 
8   Goal Setting/Planning 5.4 6.0 
9   Power Distribution 5.2 6.0 
10 Attitude toward Change 5.3 6.0 

R 17/37  
RR 45%  

 
 

Qualitative Analysis and Results 

The objective of the qualitative analysis was to answer the second research 

question of the study. What ways do principals, assistant, principals, and teacher 

leaders in four public schools practice distributive leadership via application of the 

DLM?  Furthermore, to answer the question, a theoretical macro filter, three 

theoretical micro filters, and the researcher’s contextual background (experience) 

(Appendix G) applied to the qualitative data analysis of four case studies in public 

schools, which included a high school magnet, a middle school magnet, one 

elementary school magnet, and one elementary school.  Each case study consisted of a 

school leadership team comprised of the principal, an assistant principal, and a teacher 

leader.  The data originated primarily from 12 interviews of the leadership teams 
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supplemented with data from observations and documents.  Computer software, 

NVivo 8, was a tool employed to facilitate the qualitative analysis. 

The DLM was the theoretical macro filter for the analysis of the cases studies. 

Three theoretical micro filters situated the case studies, delimited the scope of the 

analysis, and provided a model for the interviews.  The theoretical micro filters from 

the literature were “Theory Elaboration” (Vaughan, 1992, p. 175), “Districts as 

Institutional Actors in Improving Achievement and Advancing Equity: A Theory of 

Systemic Reform” (Rorrer et al., 2008, p. 335), and the “Responsive Interviewing 

Model” (Rubin & Rubin, 2005, p. 15).  Overall, the aforementioned theoretical filters 

embedded with the researcher’s reflections from 39 years of public education 

experience as a secondary teacher, coach, assistant/associate principal, principal, and 

district administrator, provided the qualitative analytical framework.  Chapter V 

contains an extended discussion of the abovementioned applications of theory. 

Situating the Four School-Based Case Studies: Contextual Background of the School 
District 

The contextual background provides a macro view of four case studies in a 

public school district amid change and reform.  The school board and a newly hired 

superintendent embarked on a committed partnership to improve achievement and 

equity for students.  An example of the commitment was a bond election for 

$198,000,000 approved by the community.  Intermixed with the bond were reforms.  

The reforms were systematic, time intensive, contentious, and synergic as school 
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leaders strived to improve the schools and meet the state and federal accountability 

standards. 

The school district faced academic accountability challenges in the 2008-2009 

and 2009-2010 school years.  First, one high school received a low performance TEA 

rating through AEIS.  Second, under federal accountability, the district, four high 

schools, and one middle school did not meet AYP.  Additionally, a possibility existed 

that a deficit in state revenues would affect school districts resulting in budget 

reductions in 2010-2011. 

After 40 years of service in public education and the retirement of the 

superintendent, the school board hired a new superintendent and central office 

leadership cabinet in July 2009.  In a synergistic partnership between the school board 

and the superintendent, the district embarked on initiating five reforms under the 

umbrella of Performance Management (PM).  Equity, best practices, and professional 

development underlined the reform objectives for improving instruction and student 

achievement.  The reforms included Professional Learning Communities (PLC teams), 

CSCOPE (standards-based curriculum), Response to Intervention (RTI) (interventions 

for students in general education), inclusion via special education and IDEA (in 

general education), and Value-Added Analysis (student performance monitoring).  A 

three-day leadership institute in July 2010 brought together for the first time PLC 

teams from central office and all the campuses including those not in the study.  These 

PLC teams formed the district’s collective planning and leadership response to the 

reform initiatives. 

 148



Texas Tech University, Ricardo Molina, May 2011  

PM is a method for assessing improvement toward achieving predetermined 

goals.  The district’s goals relate to high quality programs in safe environments, 

college readiness, and equity in partnership with the community.  These constitute the 

e3 Framework.  The e3 Framework is the basis for the district’s five reforms. 

The PLC concept has a team approach to planning and decision-making that 

capitalizes on the collective expertise of leadership teams.  CSCOPE provides a 

standards-based curriculum designed to bring about consistency in teaching content 

and assessment from kindergarten to grade 12.  RTI is a framework for supporting 

students and preventing referrals to special education.  Special education inclusion is a 

procedure for moving students with disabilities to least restrictive environments and 

accessing the general education curriculum.  Value-Added Analysis is a quantitative 

system for measuring students’ academic progress by formative and summative 

methods.  The process incorporates reciprocal reflection by teachers and principals 

and assistant/associate principals regarding student progress data compared to similar 

student groups in the state and school district.  Afterwards, conferences occur to 

review the data, set goals, and complete a conference summary.   

Amid a Texas economy recovering from the global financial crisis of 2007 

coupled with the school district’s reforms, the school board and superintendent in a 

partnership with a citizen bond committee rolled out a $198,000,000 bond referendum.  

The bond referendum earmarked funds in four areas.  The areas included school and 

academic improvements, arts and athletics, safety and security, and technology.  The 

voters (51.7%) did approve the bond package in the November 2010 election. 

 149



Texas Tech University, Ricardo Molina, May 2011  

The aforementioned contextual background of the district and the impact on 

the four schools in the case studies superimposed with the application of the DLM 

reflect the qualitative results.  Application of the DLM includes four components.  The 

DLM components consist of four leadership assumptions, four leadership capabilities, 

change signature, and optics for leadership.  The components were the framework for 

reporting the results related to distributed leadership practice by principals, 

assistant/associate principals, and teacher leaders.  Data from the interviews provided 

micro views of how principals, assistant/associate principals, and teacher leaders 

practice distributive leadership.  

DLM Assumptions: Participants’ Views 

Cognizance of distributed leadership framed through the DLM’s assumptions 

is a fundamental prerequisite for the manifestation of practice.  The comments of the 

four schools’ leadership team members provided benchmarks for determining their 

propensity toward distributive leadership practice in support of the district’s reforms.  

Text analysis from interviews via NVIVO 8 provided a way to gauge the potential for 

distributive leadership practice via the DLM.  An audit trail generated with NVIVO 8 

supplied the location of the quotes within the qualitative data.  

The first assumption supports the belief that change is a course of action that 

an individual or group can effect: 

I think my leadership team, [and] the campus as a whole really is receptive to 

change if the change is for the right reason.  If it brings about student 
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achievement and progress, we are all for it.  But if it is just the next big thing, 

if it is the next “fish” philosophy or whatever we are implementing du jour, it 

is not going to be well received. So, it has to be genuine.  The change has to be 

genuine. It has to be about student improvement and campus improvement. 

(Study Participant—Principal, High School Magnet) 

Overall, I think there is a lot of room for input.  Just even this last 

week, a couple of teachers were feeling a lot of anxiety about next year about 

what could happen in next year’s schedule based on surplus and that kind of 

thing and how we are having to shift. And so, instead of that person going 

home just all stewed up in anxiety, we said, "Great ideas that you’ve got there. 

Put them on paper. Hand them over, lets’ look at them.” (Study Participant—

Assistant Principal, Elementary School Magnet) 

Oh, change is growth in my opinion.  But, it has taken me this long to 

realize that. If we had had all this change five years ago, I probably would have 

panicked. I have always joked around and said that I need visuals and a visual 

schedule to be prepared for any sort of change, but I am getting better at that. 

(Study Participant—Teacher Leader, Elementary School Magnet)  

A second assumption supposes leadership is developmental through 

experience, leading by example, inspiration from others, contemplation, and a system 

of ideas: 
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I am the kind that I like to look at what others have done. Will that apply to my 

situation? And can it be adjusted to be successful in my case?  I do not pretend 

to have it all figured out and know everything. So I do rely on those around me 

and those that have been there in the trenches to get information from.  So, I’m 

very much one to seek help from others, if I need it. (Study Participant—

Principal, High School Magnet) 

I think being the oldest child helps. I think learning responsibility at a 

young age. . . . Then I would say just the experiences that I had in school. Just 

the teachers that I had that impacted me, really made a difference in my life 

and not to say that my parents did not, but they had some issues when we were 

growing up. I just relied on other adults in my life a great deal and they were 

just really important to me. (Study Participant—Principal, Middle School 

Magnet) 

I thought that my life was going to be pretty much over after high 

school and I was going to do what the rest of my family did -- they got a job, 

had a family, and moved on.  But my coach and my theater teacher, they 

always talked to me about college and about pursuing the dreams and all that, 

and they encouraged me all the way through. And I guess, seeing what they did 

for me, I wanted to reach out and do the same thing for my students. (Study 

Participant—Teacher Leader, Elementary School Magnet) 

The next assumption supports the premise that leadership should be distributive. 
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I usually seek out counseling with people on my administrative team or my 

leadership team here on the campus or from experienced individuals over at 

Central Office. So, I am not a maverick in that sense that I feel like I have to 

have all the answers because I know that I do not. So why try to be something I 

am not. (Study Participant—Principal, High School Magnet) 

The power is very well distributed here.  There’s no one person who 

has their thumb on everything.  To my way of thinking, that is the heart and 

soul of the Distributive Leadership Model in that I don’t have to be in charge 

of everything. By the way, I’m not an expert on everything and neither is 

anyone else in the building so we let folks, we play to strengths of the folks 

involved. (Study Participant—Associate Principal, High School Magnet) 

But, in his [principal] collaborating and the team leaders that he does 

choose, he looks to spread it around. Spread opportunities around. To be a part 

of a leadership team or to go to different conferences for specific reasons, but it 

is always very strategically done.  But he’s certainly, as far as the real power in 

the building, of course, he’s going to hold that close and place that very 

strategically. (Study Participant—Assistant Principal, Elementary School 

Magnet) 

I do not know exactly why or, I am sure there is a reason; but I would like see 

more teachers on the campus do more and take on more leadership. . . . I would 

like to see it spread out more and just like I said. (Study Participant—Teacher 

Leader, Elementary School Magnet) 
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The final assumption encompasses the principle that leadership is an individual and 

progressive transformation: 

I would like to do some more observations; some more reading; some practical 

application-type things, where I can read some scenarios and see how those 

were handled. This would help me see a bigger picture, what is in front of me 

so I can see the possibilities.  I would like to work on my visioning. I would 

like to be able to see further than what I can see right now.  This would help 

me to help stay on top of what our students need. (Study Participant—Teacher 

Leader, High School Magnet) 

You are not made a leader. It is almost impossible to train a leader 

because you strength lies in your leadership through training. It is not about 

getting the training, but giving the training (humor).  Does that make sense?  

So, it is almost like you hone on your own skills through leading others.  

Maybe being put in some of those situations where you are not as comfortable 

and leading would strengthen those skills. (Study Participant—Teacher Leader, 

Middle School Magnet) 

I have learned that you have to listen. That you have to question, but at 

the same time, you have to support, and even if it is not your idea. Even if it is 

not what you would do, sometimes you just have to try it and see if it works. If 

it works great, and if it does not, then you go back to the drawing board. You 

get the people back together and you try to develop a different solution. (Study 

Participant—Assistant Principal, Middle School Magnet) 
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The aforementioned comments by the various team leaders demonstrated how 

school leaders gauged perceptions of distributive leadership via the DLM assumptions. 

DLM Four Capabilities Leadership Framework (FCF): Participants’ Views 

The FCF is a set of four competencies for affecting leadership distributive 

practice by means of the DLM.  The competencies are visioning, relating, inventing, 

and sensemaking.  The competencies with experience shape a leader’s distinctive 

approach to change.  

The participants’ comments from the interviews illustrate degrees of 

distributive leadership experience related to the FCF.  The experiences develop the 

potential for inferred distributive leadership practice and areas for professional 

development that increase that capacity.  Additionally, some of the comments parallel 

critical attributes of the 10 variables of THSODM.  The parallelism is an example of 

the relationship between the embedded quantitative data and the qualitative data. 

Visioning 

In my mind, visioning is defining the reality of where you are versus where 

you want to be. . . . I think whenever you are realistic in that sense it leads to 

some to uncomfortable conversations with employees, with your teachers, and 

your staff . . . . I guess my vision would be to take what momentum we have 

got going right now and the things we have in place, continue that momentum, 

and see where this train will lead us because we are very excited about some of 
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the things that we have in place. (Study Participant—Principal, High School 

Magnet) 

I feel like I am very pragmatic and able to make sense out of things and 

sensibly find a way to make things work or help to improve things. And so, I 

guess, that’s why I just believe your experiences determine what your vision is 

in a situation. (Study Participant—Principal, Middle School Magnet) 

It became very clear to me early on that no one passes TAKS out of the 

fundamental class.  And if we know that and don’t do something about it, so I 

have a vision that if we allow SPED kids to access the general ed. curriculum, 

then that is their only hope of performing successfully on state assessments. 

(Study Participant—Associate Principal, High School Magnet) 

And to me, a vision is looking ahead. It is seeing what could happen.  

Seeing what the possibilities may be out there.  Where do we want to go with 

this school or with this company or with this organization?  Where are we 

looking to go?  And so, it’s being able to see into the future just a little bit and 

how can we take our students now and bring them this much further four years 

from now. (Study Participant—Teacher Leader, High School Magnet) 

Relating 

I think that we always have to remember that not everyone is going to accept 

change the way we do.  And so, I try to put myself in other’s shoes to be able 
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to relate to what their feeling are at the time. (Study Participant—Middle 

School Magnet Principal) 

When I think of relating, I guess on different levels is like relating to 

the students; relating to the parents; and relating to the staff.  I kind of think of 

it as those three things. Those are the three groups that, you know, are 

important and key to having that relationship with or being able to relate to 

them. (Study Participant—Elementary Principal R) 

I think that relating is one of the more important things that you do. 

You are just balancing those relationships, but at the same time, you have to be 

true to your vision of the school; true to your core beliefs and values; and true 

to what is just right and wrong.  We cannot just be about peace making, it has 

to be about getting to solutions that fulfill everyone’s needs and maintaining 

the same level of the boundaries there are, relating is just inherent to this. 

(Study Participant—Assistant Principal, Elementary Magnet  

School R) 

I think relating is finding that commonality among people. I think we 

can all relate to one another.  For example, I can find myself relating to my 

students by telling them stories. I know a lot of my students experience poverty 

and I’ve experienced poverty, and by sharing those experiences with them, 

they realize, “Oh, my teacher is human.” (Study Participant—Teacher Leader, 

Elementary School Magnet) 
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Inventing 

Innovating is coming up with something new.  And I think this is a very strong 

one for me because I don’t like to do the same thing twice. . . . So, I look at 

new ways to bring things in to our kids. I am very intrigued with social 

networking right now.  I’d like to find a way to bring social networking to the 

classroom or to use it at home with kids so that they can get involved. (Study 

Participant—Teacher Leader, High School Magnet) 

I like to think of this as looking at something in a different way, a new 

approach. Not just beating a dead horse but trying something different, which 

technology is always new and different. . . . I think the top two that are really 

big right now . . . is a Smart Board and a document camera. (Study 

Participant—Teacher Leader, Middle School Magnet)  

Innovating to me would be thinking outside the box but being on the 

cutting edge . . . . I think, right now, our district is going through this sort of 

experience where we are changing some things; we are adding some things; 

and you are beginning to see some growth within the campuses and district 

wide. So, even within the classrooms, I’m constantly trying to think of creative 

means.  I am dealing with different kids every year, different disabilities. 

(Study Participant—Teacher Leader, Elementary School Magnet) 

Also, as we go next week to the summer leadership institute, I am 

expecting to be challenged . . . how we are looking at our leadership.  And, I 

need to be more innovative in those areas . . . like with planning campus 
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improvements. In the past, we have just done it a certain way and I can see we 

were just sort of filling in a sheet in a lot of times. Now, we really are going to 

be able to look at the experience. Look at the data. Look at the response to 

intervention [RTI]. (Study Participant—Principal, Elementary School Principal 

R) 

Sensemaking 

So, I think sensemaking, to me, is basically stepping back as a leader or as a 

leadership team and reflecting, saying, “Alright, there’s something, what is it?  

What are these scores telling us?  How can we make sense of that?  What is it 

that the climate and cultural of our campus is telling us?”  It is being reflective 

and saying, “Ok, what is it that we’re missing here that can lend itself to more 

success.” (Study Participant—Principal, High School Magnet) 

And so, there are things that come from the legislature, there are things 

that come from research, there are things that come from the newest thing on 

the market, the newest catch phrase, and that can be fairly overwhelming and 

fairly chaotic. But, you have to able to make sense of all of that. You have to 

be able to take all of the parts and create a codified whole. So that you can take 

all that information and put it together and then you will have the things that 

are going to work best in your situation with your students, your parents, and 

your teachers. (Study Participant—Assistant Principal, High School Magnet) 
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I think most people do not know what is happening within the school as 

long as they are strictly only a teacher. It is not until you set foot into the office 

and you actually see some things that happen behind the doors that you 

actually start to understand everything within the building. Most people do not 

understand why, “I needed this to be done here and it didn’t get done,” It is all 

about themselves. They have that mean mentality. (Study Participant—Teacher 

Leader, Elementary Magnet School R) 

Well, I am thinking of the times that I am in classrooms and of course, 

that is where we strive to be the majority of our day. Sometimes I walk in and I 

want to shake my head because I am trying to make sense out of what I am 

seeing.  Then maybe the classroom right next door is the same subject or grade 

level and they are teaching the same thing but that is making more sense to me.  

But, I have to ask myself, is my way and the way I automatically think and 

have trained myself to think as well, the right way. (Study Participant—

Assistant Principal, Elementary School) 

Overall, the abovementioned comments exemplify potentially educational 

leadership applications of the DLM via the FCF. A combination of the DLM 

assumptions and the FCF influence a leader’s distinctive approach to distributed 

leadership for effecting change, the change signature.  Table 4.7 displays the strengths 

and the less developed leadership capabilities of the participants.  This data originated 

from the interviews of the 12 participants in the four school-based studies. 
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Table 4.7:  Participants’ FCF strengths and less developed capabilities derived via text 
analysis from interview transcripts. (HSM = High School Magnet, MSM = Middle 
School Magnet, ESM = Elementary School Magnet, ES = Elementary School, TL = 
Teacher Leader, ATP = Assistant Principal, AP = Associate Principal, P = Principal) 

 
Case School Participant Strength 

1 
Strength  

2 
Less 

Developed 
Less 

Developed 
1 HSM P Relating Inventing Visioning Sensemaking 
1 HSM AP Visioning Inventing Relating Sensemaking 
1 HSM TL Inventing Relating Visioning Sensemaking 
2 MSM P Inventing Sensemaking Visioning Relating 
2 MSM ATP Visioning Sensemaking Relating Inventing 
2 MSM TL Relating Inventing Visioning Sensemaking 
3 ESM P Visioning Inventing Relating Sensemaking 
3 ESM ATP Visioning Inventing Relating Sensemaking 
3 ESM TL Visioning Inventing Relating Sensemaking 
4 ES P Visioning Inventing Relating Sensemaking 
4 ES ATP Visioning Inventing Relating Sensemaking 
4 ES TL Relating Inventing Visioning Sensemaking 

 
 

DLM Component: Change Signature 

Over time and with experience, a leader develops a change signature with a 

capacity to practice distributive leadership.  This personal touch defines a leader’s 

expertise to others.  The collective expertise of a leadership team’s change signatures, 

for example, can generate problem solving and implementation associated with 

reform.  The 12 participants’ comments are examples of their change signatures. 

Well, moral [leadership] jumps out at me.  Again, it goes back to what I 

mentioned earlier; there are some components that develop. But it goes back to 

what I talked earlier about tempering decisions based on, “Is this is what I 

would do for my own child?”  So, I think that has a strong moral component to 

it. (Study Participant—Principal, High School Magnet) 
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As far as a transformational leader . . . you have to take a look at your 

culture, and you have to empower people to use their skills.  Everybody comes 

with a different skill set and you have to empower folks to take a chance 

without fear of failure. (Study Participant—Associate Principal, High School 

Magnet) 

The other one is instructional.  If it doesn’t belong in our classroom, 

then we don’t bring it in our classroom. I do not show videos. I do not show 

movies. That is not what we are here for, ok? My job is to teach. (Study 

Participant—Teacher Leader, High School Magnet) 

I would say that my teachers would describe me as instructional 

because I feel very strongly that teachers need to be well-versed and know the 

important components of a lesson. (Study Participant—Principal, Middle 

School Magnet) 

I think another paradigm is the managerial approach. On this job, 

sometimes things are kind of the opposite. Sometimes things just have to be 

done because they have to be done. . . .You steer them in the right direction but 

sometimes you just have to say, this is just the way that it is and this is how we 

are going to do things. (Study Participant—Assistant Principal, Middle School 

Magnet) 

The other one, probably, maybe, the contingency styles, because I 

attack every problem. If there is a problem, I attack it. I solve it. If I cannot 
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solve it, I will find somebody who can. (Study Participant--Teacher Leader, 

Middle School Magnet) 

I want to say problem solving. That is what we do. To me that is what 

you spend most of your time the whole day, is problem solving.  There is a lot 

coming up and you have to figure out the resources and a solution to it in a 

global or a large big picture. (Study Participant—Principal, Elementary School 

Magnet) 

It’s a process of finding those areas for people, drawing them out and 

giving them that opportunity to really embrace that. So I think it is 

transformational and empowering participation that is shared. I just think that 

leadership needs to be shared.  I need to convince you to follow my vision.  It 

is not that I dictate my vision to you, but that we have a shared vision. (Study 

Participant—Assistant Principal, Elementary School Magnet) 

And also, empowering – it began with two people that empowered me 

to do what I do today. It is our duty, I think, to empower each one of those 

bodies [students] that come through our door every morning in some way, 

shape, or form. (Study Participant, Teacher Leader—Elementary School 

Magnet) 

I think problem-solving number 1. . . . I think I do pretty good job of 

managing the school, the staff; and just the whole unit. . . . I think of it as a 

city. . . . I think everything is in place. I don’t know what the teachers might 
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think, but I think it’s in place.  Of course, you always have those that will gripe 

regardless of what you do. (Study Participant—Principal, Elementary School) 

But when I see the term instructional . . . I think about myself in that 

light . . . I think that would be most likely to be my leadership style. I 

automatically thought of special education. That is an area where there are 

many, many guidelines, rules, laws. There is . . . room for innovation to a 

degree. But there are some hard and fast rules that we just have to accept and 

abide by unless we want to get involved in legislation and go that route. (Study 

Participant—Assistant Principal, Elementary School Magnet) 

The participative one, I am really good with working with others or 

trying to get others involved in doing stuff. . . .It is lonely at the top and I 

completely can see and understand that. At the same time, I do work well with 

others and my biggest flaw is trying to please everybody. I want everybody to 

try to get at least somewhat, of what they want. (Study Participant—Assistant 

Principal, Elementary School Magnet) 

The abovementioned participants’ change signatures illustrate the school 

leadership teams’ variety in expertise, interests, and strengths.  Self-awareness of this 

collective expertise can potentially facilitate distributive leadership practice.  Table 4.8 

contains three preferred changed signatures of the 12 participants. 
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Table 4.8:  Participants’ change signatures derived via text analysis from interview transcripts. The change signature is a 
component of the Distributed Leadership Model. (HSM = High School Magnet, MSM = Middle School Magnet, ESM = 
Elementary School Magnet, ES = Elementary School, TL = Teacher Leader, ATP = Assistant Principal, AP = Associate 
Principal, P = Principal) 

 
 

Case School Participant Change Signature 1 Change Signature 2 Change Signature 3 
1 HSM P Moral Charismatic Participative 
1 HSM AP Moral Transformational Participative (Shared) 
1 HSM TL Moral Transformational Instructional 
2 MSM P Instructional Transformational Contingency 
2 MSM ATP Moral Managerial Transformational 
2 MSM TL Moral Contingency not mentioned 
3 ESM P Participative Problem Solving Cultural 
3 ESM ATP Instructional Transformational Empowering 
3 ESM TL Transformational Visionary Visionary and Cultural 
4 ES P Instructional Charismatic Managing 
4 ES ATP Transformational Participative Instructional 
4 ES TL Problem Solving Participative Instructional 

 
 

The collective result of the DLM’s assumptions, FCF, and change signature provide a framework for distributive 

leadership practice.  However, to cope with the realities of leadership practice, the DLM contains an optics component for 

distributive leadership. 
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DLM Component: Optics for Leadership 

A leader’s ability to view and ascertain his or her environment realistically via 

three lenses that include the political, cultural, and strategic is critical to distributive 

practice via the DLM.  The following comments from the participants illustrate this 

ability. 

So, the political view is getting it done. I mean, that is the whole thing you 

play in the game is getting everybody to rowing the same way on the boat. 

That is, you have balance where everybody feels valued. That you can work it 

out and get people to do things that they necessarily do not want to do but they 

do because they share the same vision.  So, it is balancing all those 

relationships with students and parents. It goes back to relating. That is the 

students, the parents, and the teachers are developing all those relationships so 

that people will take on roles and challenges that they otherwise would not 

have. (Study Participant—Principal, Elementary School Magnet) 

Right now, I have a pretty high profile job that we are trying to fill, and 

that is the head boy’s basketball coach.  And so, in that case, you really do 

have to be strategic and political and have the cultural responsibility to your 

clientele. . . . Being basically an inner-city school, we are dealing with a lot of 

minority students over here.  And, those are the students that make up the bulk 

of the participative positions, so culturally you’re going to have a component 

where they would like to see somebody of that cultural guiding their teams. 

(Study Participant—High School Magnet Principal) 
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Strategic, you know is just using teaching strategies to help….You would say, 

how do you work with these kids? You have to have strategies. You have to 

have a plan. If this kid is doing this because he doesn’t have a real good home 

life and you know he talks back, then what do you do? There are certain ways 

of doing that. There are certain workshops you can take to work with these low 

income kids. (Study Participant—Principal, Elementary School Magnet) 

I am very much a strategic person. I am about figuring out what it is 

you want to do and coming up with a strategy to get there. So, almost 

everything I do would be through a strategic lens. (Study Participant—

Assistant Principal, Elementary School Magnet) 

With experience in viewing the school environments through political, cultural, 

and strategic lenses, educational leaders can potentially develop depth for 

pragmatically practicing distributive leadership via the DLM. 

Participants’ (Principals) Philosophy 

 A leader’s philosophy is the foundation that triggers the application of the 

DLM assumptions, FCF, change signature, and three lenses into distributive leadership 

practice.  This includes self-awareness and reflection of one’s leadership strengths, 

less developed skills, experience, and ethics.  The following participants’ (i.e., 

principals’) comments illustrate philosophical perquisites to distributive leadership 

practice via DLM. 
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I think that is a key, I mean, learn from others . . . . I would say number one, 

learn from others who are in leadership positions, from their successes and 

failures. And then the other side of that coin is learn from my own in my own 

leadership, my success and my failures, which of those were successful, and 

which ones were not. And so, I think it’s key, as you said, to be reflective of 

not only me and what is going well but also what didn’t work so well. And at 

the same time, look to others who have been in the same position and learn the 

same thing from them. (Study Participant—Principal, High School Magnet) 

I think that two essential elements of a good leader would be . . . good 

listening skills, and they have to be a problem solver.  By nature, I’m a 

problem solver. A lot of times I get frustrated because I want to solve a 

problem immediately and there isn’t always a solution to something. But, I 

think you have to be a good listener, and you have to learn how to empathize 

with teachers, students, and parents. At the same time, find ways to help them.  

And so, you know, that is what I spend most of my day doing, trying to figure 

out the best way to teach and to help the students that we serve. (Study 

Participant—Principal, Middle School Magnet) 

Building that rapport, once you build that rapport so much of the other 

things go easier. I mean, you know, the communication and my strength is 

definitely with the students, with teachers, with the parents.  And I’m trying to 

in my journey, I’m trying to carry that same thing over to my staff so that they 

feel the same connection as my parents and my students do to me; but, yet, at 
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the same time, be their supervisor. (Study Participant—Principal, Elementary 

School Magnet) 

I would never tell someone to do something that I would not do or I 

would show them [him or her] how to do something because I have done it and 

it’s worked.  It is not to say that I am not open for change. And I always tell the 

teachers, you know, if you’ve got something that works better, or you think 

works better, that door is always open.  That door is never closed and you 

come and tell me and we will try it.  If you can back it up and you show me the 

data that it works, we will try it. . . . My philosophy is basically to have the 

rigor, to have the ethics to work; to be a hard worker. And, I always tell my 

teachers to just do the best you can. Do your job and I will stay out of your 

hair; perseverance always. (Study Participant—Principal, Elementary School)  

The abovementioned comments demonstrate philosophies or systems of values 

that guide the leadership practice of the principals who participated in the four school-

based case studies. 

Mixed Methods Analysis and Results 

To answer the third research question, this section contains inferences drawn 

and implications derived through the distributive leadership linkage between the 

supportive quantitative data set embedded in the primary qualitative data set.  As 

discussed in Chapter III, integration of validity or inference quality within the 

connection of two databases produces practical and authentic outcomes (Creswell & 
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Clark, 2007).  Therefore, inference validity is applicable to the embedment process of 

the quantitative outcomes from the faculty questionnaire into the qualitative outcomes 

from the case studies interviews.  Furthermore, a theoretical link between systems 

thinking (Senge, 1990; Senge et al., 2000) and a matrix for inferred DLM applications 

to THSODQ and THSODM (Appendix D), facilitated positing inferences and 

implications regarding the DLM (Senge, 2006) application to educational leadership 

and research. 

To illustrate, the following tables by school show the mixed methods 

outcomes.  The first column corresponds to 10variables from THSODM.  The second 

column (faculty average score) and third column (faculty median score) display the 

quantitative outcomes from the faculty participants.  The fourth column (leadership 

team) reflects the qualitative outcomes from the interviews of the four-school based 

leadership team participants.  The qualitative outcomes are average scores of 

combined scores from the principals, assistant principals, and teacher leaders.  The 

combining of the scores ensure the confidentiality of the participants, and reflect the 

qualitative outcomes’ primary emphasis. 

Inferred from the four columns, is a distributed leadership relationship between 

the THSODM variables, school faculties, and leadership teams that is paramount to 

the potential development and practice of distributive leadership in the schools.  The 

mixed methods format of the tables provides a framework for embedding the 

quantitative results into qualitative results and subsequently resulting in posited 

inferences and implications. 
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High School Magnet: Mixed Methods Results 

Relative to the variables, the high school magnet faculty’s median scores are 

100% in the “agree slightly” (rating of 5) range.  Comparatively, the leadership team’s 

perceptions of how the faculty would rate the variables, 80% are the same or higher by 

one Likert Scale measure.  The measures are “agree slightly” (rating 5) and “agree” 

(rating 6).  Contrastingly lower by one Likert Scale measure, variables number four 

(culture/heart) and ten (attitude toward change) have a measure of “neither agree nor 

disagree” (rating 4).  However, no scores are in the “disagree slightly” (rating 3), 

disagree (rating 2), or disagree strongly (rating 1) range.
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Table 4.9: High School Magnet, faculty ratings of the variables from The Heart Smart 
Organizational Diagnosis Model (THSODM) linked to leadership team interviews. (F 
= Faculty Average Score, FMS = Faculty Median Score, LT = Leadership Team 
[Teacher Leader, Associate Principal, Principal], R = Responses, RR = Response 
Rate). 
 
 

THSODM Variable F (quan) F M S (quan) LT (QAUL) 
    

1   Structure 4.5 5.0 6.3 
2   Culture/Heart 5.0 5.0 6.7 
3   Leadership 4.6 5.0 6.3 
4   Motivation 4.4 5.0 4.0 
5   Communication 4.7 5.0 5.8 
6   Decision-Making 4.3 5.0 5.8 
7   Conflict Resolution 4.4 5.0 6.0 
8   Goal Setting/Planning 4.6 5.0 6.2 
9   Power Distribution 4.6 5.0 5.7 
10 Attitude toward Change 4.7 5.0 4.0 

R 57/121   
RR 42%   

 
 

Middle School Magnet: Mixed Methods Results 

Relative to the 10 variables, the middle school magnet faculty’s median scores 

are 80% in the “agree” (rating of 6). Comparatively, the leadership team’s perceptions 

of how the faculty would rate the variables, 100% are the same or higher by one Likert 

Scale measure.  The measures are “agree slightly” (rating 5) and “agree” (rating 6). 

There are no contrasting scores by two measures.  Additionally, no scores are in the 

“disagree slightly” (rating 3), “disagree” (rating 2), or “disagree strongly” (rating 1) 

range.
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Table 4.10:  Middle School Magnet, faculty ratings of the variables from The Heart 
Smart Organizational Diagnosis Model (THSODM) linked to leadership team 
interviews. (F = Faculty, FMS = Faculty Median Score, LT = Leadership Team 
[Teacher Leader, Assistant Principal, Principal], R = Responses, RR = Response 
Rate). 
 
 

THDORDM Variable F (quan) F M S (quan) LT (QUAL)  
    

1   Structure 5.3 6.0 5.0 
2   Culture/Heart 5.3 6.0 5.7 
3   Leadership 5.4 6.0 5.3 
4   Motivation 5.2 6.0 5.3 
5   Communication 5.2 5.0 5.0 
6   Decision-Making 4.8 5.0 6.0 
7   Conflict Resolution 4.7 6.0 5.0 
8   Goal Setting/Planning 5.5 6.0 5.3 
9   Power Distribution 5.1 6.0 6.0 
10 Attitude toward Change 5.5 6.0 5.3 

R 42/61   
RR 68%   

 
 

Elementary School Magnet: Mixed Methods Results 

Relative to the 10 variables, the high school magnet faculty’s median scores 

are 90% in the “agree” (rating of 6) range.  Comparatively, the leadership team’s 

perceptions of how the faculty would rate the variables, 90% are the same or higher by 

one Likert Scale measures.  The measures are “agree slightly” (rating 5) and “agree” 

(rating 6).  Contrastingly lower by one Likert Scale measure, variable number three 

(leadership) has a rating of “neither agree nor disagree” (rating 4).  However, no 

scores are in the “disagree slightly” (rating 3), “disagree” (rating 2), or “disagree 

strongly” (rating 1) range. 
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Table 4.11:  Elementary School Magnet, faculty ratings of the variables from The 
Heart Smart Organizational Diagnosis Model (THSODM) linked to leadership team 
interviews. (F = Faculty, FMS = Faculty Median Score, LT = Leadership Team 
[Teacher Leader, Assistant Principal, Principal], R = Responses, RR = Response 
Rate). 
 
 

THSODM Variable F (quan) F M S (quan)  LT (QUAL) 
    

1   Structure 5.1 6.0 6.0 
2   Culture/Heart 5.6 6.0 6.3 
3   Leadership 5.7 6.0 4.7 
4   Motivation 5.3 6.0 5.7 
5   Communication 5.6 6.0 5.7 
6   Decision-Making 5.0 6.0 6.0 
7   Conflict Resolution 5.0 5.0 5.5 
8   Goal Setting/Planning 5.4 6.0 5.2 
9   Power Distribution 5.2 6.0 5.7 
10 Attitude toward Change 5.3 6.0 5.3 

R 41/47   
RR 87%   

 
 

Elementary School: Mixed Methods Results 

The Elementary School faculty’s median scores are 100% in the “agree” 

(rating of 6) range.  Comparatively, the leadership team’s perceptions of how the 

faculty would rate the variables, 90% of the scores are in the “agree slightly” (rating 5) 

and “agree” (rating 6).  One exception is variable number four (motivation) in the 

“neither agree nor disagree” (rating 4) range.  However, no scores are in the “disagree 

slightly” (rating 3), “disagree” (rating 2), or “disagree strongly” (rating 1) range. 
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Table 4.12: Elementary School, faculty ratings of the variables from The Heart Smart 
Organizational Model Diagnosis (THSODM) linked to leadership team interviews. (F 
= Faculty, FMS = Faculty Median Score, LT = Leadership Team [Teacher Leader, 
Assistant Principal, Principal], R = Responses, RR = Response Rate). 
 
 

THSODM Variable F (quan) F M S (quan) T L (QUAL) 
    

1   Structure 5.1 6.0 6.0 
2   Culture/Heart 5.6 6.0 6.2 
3   Leadership 5.7 6.0 5.3 
4   Motivation 5.3 6.0 4.2 
5   Communication 5.6 6.0 5.7 
6   Decision-Making 5.0 6.0 5.7 
7   Conflict Resolution 5.0 6.0 5.5 
8   Goal Setting/Planning 5.4 6.0 5.8 
9   Power Distribution 5.2 6.0 6.0 
10 Attitude toward Change 5.3 6.0 5.3 

R 17/37   
RR 45%   

 
 

The following section includes five posited inferences and associated 

implications based on the mixed methods data.  Additionally, the participants’ (school-

based leadership teams) comments from interviews illustrate their perceptions of 

THSODM variables, which imply degrees of distributed leadership practice. 

Inferences and Implications 

Inference #1: The mixed methods data illustrated the high school magnet 

faculty’s median scores of 5.0 compared to the leadership team’s average scores 

ranging from 4.0 to 6.7.  The middle school magnet faculty’s median scores were 5.0 

to 6.0 compared to the leadership team’s average scores ranging similarly from 5.0 to 

6.0.  Elementary School Magnet’s faculty median scores were 5.0 to 6.0 compared to 

their leadership team’s average scores of 4.7 to 6.0.  Elementary School’s faculty 

median scores were 6.0 compared to their leadership team’s average scores of 4.2 to 
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6.0.  Combined, the faculties (middle school magnet and elementary schools) median 

scores of 6.0 suggest they agree their respective schools are acceptable to exemplary.  

In contrast, the high school magnet faculty perceived their school one median score 

lower, 5.0.  Overall, the median scores indicate positive perceptions of the four 

schools by their respective facilities. 

Implication #1: The mixed methods data imply that the leadership teams are 

for the most part in concert with the views of their respective faculties regarding the 

schools.  The variable scores suggest the leadership teams have strength and support 

from the faculties, but Variable 3 (leadership) and Variable 9 (power distribution) 

indicate the practice of distributed leadership could be at higher levels.  This is 

important for the faculties and the leadership teams in increasing motivation (Variable 

4) related to change (Variable 10).  Capacity building with fidelity to the DLM’s skills 

of visioning, relating, inventing, and sensemaking could possibly improve the 

leadership teams’ levels of distributed practice and institutionalization of the school 

district reforms. 

(Variable 3: Leadership) We have some strong leaders but we [also] have 

potential leaders. They are the ones I have invited to this institute and I have 

already put some of them into leadership roles.  But, they are capable of taking 

it to the next level and that is what I am trying to do with the leaders. They are 

the ones that really need the extra push, and once they do, they are going to be 

amazing for us. (Study Participant—Principal, Elementary School Magnet) 
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(Variable 9: Power Distribution) I know distributive is where I am . . . I am not 

just the person with the power.  And that kind of goes with that decision-

making too. . . . I am just wondering how they [faculty] sense that too. I am 

really anxious to see your results from the questionnaire and see what they see. 

(Study Participant—Principal, Elementary School) 

(Variable 4: Motivation) Motivation is, you know, some people are highly 

motivated to do everything that is asked of them. Or they are even motivated to 

come up with their own plans and want to take part. Then there are some 

people who just are there.  So, unfortunately, that would have to be ranked a 

little bit lower. (Study Participant—Principal, Elementary School) 

(Variable 10: Attitude toward Change) Some people are all gung-ho about 

change. ‘Let’s try something new; let’s try and make it better.’ Then there 

many people who are stuck in a rut and stay in their ways. So, we have some 

negative attitudes when it comes to change.  Especially, like with this whole 

CSCOPE coming up. That is a huge change, and you hear lots of negative 

flack from it: How is it going to work? What about this? What about that?  

You have not even seen it yet.  It could be the best thing ever.  And so, some 

people have great attitudes and some people don’t. (Study Participant—

Teacher Leader, Elementary School) 

Inference #2:  The mixed methods data illustrated that the leadership teams’ 

implementing structure (Variable 1), communication (Variable 5), and decision 
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making (Variable 8) are strengths as perceived by the faculties.  These strengths are 

paramount to making sense, implementing, and sustaining the district reforms. 

(Variable 1: Structure) I think each part of the school is fairly strongly 

structured. But it is not the parts that do not structure very well together 

because we allow different disciplines and different folks in the school to set 

up microstructures within the macro of this building. We find that that works 

very well here. (Study Participant—Teacher Leader, High School Magnet) 

(Variable 5: Communication) I feel like, again, we meet with them [teachers] 

within their PLCs [Professional Learning Communities] and so we are able to 

know as soon as we leave a meeting when we learned about something.  We 

are able to go share that with the teachers, and so I think it is effective. It 

allows us to right away, to start in the direction that we are heading. (Study 

Participant—Assistant Principal, Middle School Magnet) 

(Variable 8: Goal Setting/Planning) We actually are having a summer 

leadership institute this year, and the principals will be going. We are going to 

be taking teachers. Typically, campus goals that have been set have been set 

through the Campus Improvement Plan, which is kind of just a ditto of what 

happened last year updated with scores.  I feel like our PLCs with our teachers 

really learn to work together and learn to work with us.  I feel like when we get 

together this summer, we are going to develop campus goals. I am excited 

about it because teachers are going to have the most input, which they should. 

(Study Participant—Assistant Principal, Middle School Magnet)  
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Implication #2:  The perceived strength of the schools’ PLC teams reinforces 

the DLM assumption of shared leadership versus leadership solely reliant on one 

leader.  The DLM could serve as tool for school leaders to improve the effectiveness 

of PLCs by capitalizing on varied expertise. 

Inference #3:  The mixed methods data illustrated that culture/heart (variable 

2) and conflict resolutions (variable 7) are strengths perceived by the faculties and 

leadership teams.  The leadership teams’ continued competency development with the 

DLM skills of visioning, relating, innovating, and sensemaking could strengthen a 

school’s culture and conflict resolution in an atmosphere of change. 

(Variable 2: Culture/Heart) I feel we are continuously told, and it is what I felt 

when I came in that our building is a very warm place to be. I hear that from 

student teachers, from parents, and many people from different walks that this 

is a great place to be. And I would definitely say a 6+ on the culture.  As far as 

the unity of the staff, for the most part and the majority of the time, that’s 

something that it is a family atmosphere. (Study Participant—Assistant 

Principal, Elementary School Magnet)  

(Variable 7: Conflict Resolution) But we have had . . .  most people on board 

with what we are doing. Some are not, and that does lead to conflict. It leads to 

conflict within the departments. It leads to conflict between particular teachers 

and administrators. But I feel like within the PLCs [Professional Learning 

Communities] groups or as principals, we are able to sit down and 
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communicate to the teachers and let them express what is going on. (Study 

Participant—Assistant Principal, Middle School Magnet) 

Implication #3:  The mixed methods data imply that the leadership teams and 

the faculties share positive agreement about their schools’ culture, heart, and conflict 

resolution.  The leadership teams’ ability for continued nourishment of positive 

agreement could generate synergy in the schools for resolving conflicts associated 

with change and associated decision making. 

Inference #4:  The mixed methods data also illustrated positive perspectives 

from the four schools’ that conjecture foundational support necessary to cope with, 

implement, and sustain the district’s reforms.  Moreover, the qualitative outcomes 

suggest that degrees of distributive leadership practice are evident in the leadership 

teams as evidenced by the variety in the change signatures.  The less-developed 

change signatures are sensemaking and relating compared to strength in visioning and 

innovating. 

But, everyone can contribute to their full potential, and everyone comes with a 

different skill set.  So, let us just maximize potential, and everything works out 

fine.  I am all about sharing.  Sharing responsibility and sharing leadership. . . . 

it is the right thing to do.  You get better results because if you shared this 

leadership and involved everyone in the decision making process. (Study 

Participant-Associate Principal, High School Magnet) 
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Implication #4:  The degrees and the years of experiences of the team leaders 

may account for the variance in the change signatures.  The continued development of 

school leaders is critical to the schools’ capacity to make sense, implement, and 

sustain the district reforms.  Filtered through the DLM, leaders through collaboration 

and reflection can ascertain the strengths of their schools’ collective expertise. 

Inference #5:  The mixed methods data demonstrated the leadership teams are 

collaborative via Professional Leaning Communities (PLCs) with their faculties.  The 

leadership teams’ skills in utilizing the DLM’s three lenses (strategic, cultural, and 

political) could enhance the potential of collective expertise of the schools to practice 

distributive leadership. 

(DLM Lenses: Strategic, Cultural, and Political) Never at any time was she 

[student’s parent] happy with how I handled it. She really wanted the teacher’s 

head on a platter and it was an unfortunate situation . . . I guess strategically, 

we had an issue where we were not following through with policy, so we 

needed to make sure we handled that politically. Again, we had the two forces 

tugging at us. One wanted this and one wanted that. I had to make sure I did 

what was right by everybody but primarily by the kid. Culturally we had to 

reinforce our goal. Certainly to teach kids to do things that are right and do 

those things that are right for the kids.  But it was a funny situation, because it 

was the teacher, really second to none, but she is no longer in the district. She 

was one of the best teachers I have ever seen or been around, but her idea of 

 181



Texas Tech University, Ricardo Molina, May 2011  

teaching responsibility was different from mine and different from what the 

mom wanted (Study Participant—Assistant Principal, Middle School Magnet) 

Implication #5: Developing a skill of viewing leadership situations via the 

three DLM lenses potentially could enhance the school leadership teams’ use of 

distributive leadership practice and the probability of institutionalizing district 

reforms.  Examples of some enhancements include relationships among the schools’ 

stakeholders and PLCs, clarity of the district’s vision, innovating strategies and action 

plans for implementing district reforms, and sensemaking of the district reforms 

resulting in sustainability. 

Summary of Results 

The research in the applications of the DLM to educational leadership and 

research as evidenced by study’s results (quantitative, qualitative, and the embedded 

design) discussed in Chapter IV uncovered potential avenues for research.  Moreover, 

the results obtained from four public school faculties (quantitative), leadership teams 

(qualitative), and the embedded design were sources for inferences and implications.  

The following is a summary of the results sequenced by research question. 

Research Question #1: Quantitative Results 

A questionnaire (THSDOQ) with 70 items measured on a Likert scale (1 to 7) 

and categorized into 10 variables from a model (THSDOM) was the source for the 

quantitative data sets from the school faculties. The data sets were the source for the 

median scores derived through descriptive statistics.  The median scores for the 10 
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variables are the source for the summary of the quantitative results.  Overall, the 

faculties had favorable to more than favorable perspectives of their respective schools.  

Based on the inferred theoretical link between THSODQ, THSODM, and the DLM 

application to educational leadership and research, the mixed methods results reveal 

that potentially the school-based leadership teams may be able to generate coherent 

practices of distributive leadership. 

High School Magnet:  The median scores for the 10 variables were all a 5.0.  

This suggests that the faculty has a favorable perspective on the school that could be 

conducive to distributed leadership.  Coupled with the district reforms, the school 

incurred at the end of the fall semester a change of principals.  The change for the 

principal from a traditional middle school to a high school magnet presented transition 

challenges.  The transition may have affected the faculty’s median scores on the 

questionnaire.  The school had an AEIS rating of Recognized. 

Middle School Magnet:  Eight of ten median scores were a 6.0, and 

Communication (Variable 5) and Decision-Making (Variable 6) had a 5.0.  This 

showed that the faculty has a more than favorable view of the school coupled with the 

school’s AEIS Recognized rating. 

Elementary School Magnet:  Nine of ten median scores were a 6.0, and 

Conflict Resolution (Variable 7) scored a 5.0.  This illustrated that the faculty has a 

more than favorable view of the school coupled with the school’s AEIS Acceptable 

rating. 
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Elementary School:  All ten of the median scores were a 6.0.  This showed that 

the faculty has a more-than-favorable view of the school coupled with the school’s 

AEIS Recognized rating.  Additionally, the scores illustrated that this non-magnet 

school tapped the favorable climate to improve student achievement. 

Despite the pressures related to district reform and accountability, the four 

schools had favorable to more than favorable median scores.  Since the four schools 

are in the same feeder system, this reflects an overall positive outlook and potentially 

favorable leadership teaming opportunities within and between the schools.  

Additionally, two of the three magnet schools had an AEIS Recognized rating.  This 

suggests a positive endorsement for magnet programs and their effect on student 

achievement and culture. 

Research Question #2: Qualitative Results 

The qualitative results from the four school-based case studies analyzed 

through NVivo 8, a computer software program, provided some ways principals, 

assistant principals, and teacher leaders practice distributive leadership via the DLM 

application.  Four themes emerged from interviews, field notes, and observations from 

coding in NVivo 8 tree nodes (Appendix H). 

First, a level of familiarity and value for distributive leadership materialized.  

The 12 participants demonstrated a predisposition toward distributive leadership with 

their responses that emanated from their philosophy and experiences framed through 

the DLM.  None of the participants had prior knowledge of the DLM research other 
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than through the advance preview of the interview questions.  Some participants 

admittedly did not have time to review the questions prior to their interview due to 

time constraints.  Significantly, despite their lack of familiarity with the DLM, the 

participants in varying degrees were able to relate and verbalize pragmatic DLM 

applications based on their expertise and experience.  Their ability to apply theory to 

leadership practice reinforces the study’s purpose.  The significance lies in the 

postulation that the DLM application potentially provides principals and other school 

leaders a tool to assess the strengths and area of needed growth for their leadership 

team and school.  A possible result would be stretching a leadership team’s unique 

talents to envision new ideas, make sense of barriers, generate innovative solutions, 

and relate to each other in improving the school through distributive leadership. 

In a second theme, some of the participants viewed the DLM as inducing 

reflective thinking or self-analysis and professional growth that counters isolationism.  

This neutralizes rigid adherence to a personal comfort zone of leadership practice that 

excludes others.  Moreover, this is critical for leadership teams in developing 

heightened awareness of their faculty’s perceptions.  Leadership teams with varied 

expertise develop confidence and trust.  This enables team members owning-up to 

leadership weaknesses, which strengthens the team.  Shared expertise is a critical 

attribute of the DLM. 

Technology was the third theme.  District reforms required teachers and school 

leaders to utilize technology to implement initiatives.  This included familiarity with 

Value-Added Analysis (student performance monitoring), CSCOPE (standards-based 
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curriculum), and the Internet comprising social networking using Facebook, Twitter, 

and personalizing school websites.  Ever-changing technology presents challenges to 

teachers instructing millennial generation students.  The technology divide between 

school administrators and new teachers generates communication challenges.  District 

reforms required new technology skill sets for the teachers and principals.  The DLM 

can serve as a tool for inventing and sensemaking.  The result is that leadership teams 

have a process for meeting the challenges associated to change, which is an 

assumption of the DLM. 

A fourth theme was the leadership teams’ insight into their respective schools’ 

cultures and associated needs.  School leaders’ insight into culture is a key to a 

school’s continuous progress.  Continuous improvement included district reforms that 

equitably support instruction and the improvement of student achievement.  This is 

consistent with the DLM’s assumption of continuous improvement.   

The abovementioned themes underlined the summarized qualitative results.  

By means of the NVivo 8 tree nodes linked to the DLM, supportive evidence emerged 

that teacher leaders, assistant principals, and principals demonstrated practices of 

distributive leadership.  The emergence of the evidence came from the participants’ 

interview comments by their relating to the DLM’s components of philosophy, 

assumptions, capabilities, change signature, and three lenses. 

The next section includes by school-based case studies summaries of results 

that demonstrated the DLM capabilities and change signature. 
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High School Magnet:  The leadership team revealed strength with the 

leadership capabilities of innovating and relating.  Identity with the change signature 

of moral leadership prevailed followed by participative leadership and 

transformational. 

Middle School Magnet:  The leadership team showed strength with the 

leadership capabilities of innovating and sensemaking.  The team demonstrated 

preference for the change signatures of moral leadership and transformational 

leadership.  

Elementary School Magnet:  The leadership team indicated strength with the 

leadership capabilities of visioning and innovating.  The team favored the change 

signatures of cultural leadership and transformational leadership. 

Elementary School:  The leadership team demonstrated strength with the 

leadership capabilities of visioning and innovating.  The team showed preference for 

the change signatures of instructional leadership and participative leadership. 

In summary, the four school-based leadership teams were able to verbalize or 

demonstrate the DLM application of three lenses (cultural, structural, and political) 

and awareness of variables important to their schools and the district.  Value for 

cultural awareness and understanding the unique elements of the school culture is 

significant for school leaders.  Within the vein of the DLM, this suggests achievability 

by empowering others, and tapping into their expertise by creating an inviting and 

accepting educational environment.  This is consistent with the DLM assumption of 
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creating change.  The ability to view strategically (macro and micro) the structure of 

the school and its relation to district reforms is essential for the leadership teams.  The 

teams demonstrated awareness of district reforms and a resolve to implement them.  

This was evident by the leadership teams’ participation and sustained engagement in 

the district’s first-ever summer leadership institute which included all other school not 

in the study.  The school teams brought at least five or team members to the institute, 

which is consistent with the DLM assumption of shared expertise.  The successful 

passage of the district bond referendum demonstrated the district and schools’ skill in 

navigating the political waters of the community.  Assurances of fiscal accountability 

with concerted planning by an advisory committee of citizen leaders, the 

superintendent and leadership cabinet, central office administrators, and the principals 

contributed to the success of the bond election. 

Research Question #3: The Embedded Design Results 

Change was a common theme among the four school leadership teams.  A 

process for change is an assumption of the DLM.  The shared positive outlook of the 

faculties and leadership teams’ of their respective schools demonstrated an indicator of 

the eventual successful implementation of the district reforms and campus goals. 

A common challenge to the four school leadership teams was motivating their 

respective faculty to respond positively to the district reforms within a compressed a 

limited window of implementation amid impending TAKS testing.  This, coupled with 

some perceived lack of communication from the central office, exacerbated the 

leadership challenge.  Additionally, the seemingly overwhelming day-to-day duties, 
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responsibilities, and decision making of the principals and other leaders reinforced a 

need for leadership teams.  Overall, the faculties and leadership teams provided 

evidence of resiliency and a positive resolve to adapt to the district reforms. 

The embedded quantitative results within the qualitative results facilitated the 

postulation of five inferences and implications regarding the application of the DLM 

to educational leadership and research.  The faculties’ median scores on the 10 

variables from THSODM compared to the interview responses from the school 

leadership teams regarding assessment of the same variables provided a framework for 

positing inferences and implications.  Additionally, the mixed-methods design 

enhanced inference validity. 

Inference and Implication #1:  The four schools showed evidence of an 

acceptance of change motivated by strong and shared leadership.  The use of the DLM 

for framing the shared leadership process suggests a practical and applicable tool for 

educational leaders.  Additionally, researchers teaming with educational leaders could 

arguably expand the DLM through professional development that includes reflective 

thinking. 

Inference and Implication #2:  The four school-based case studies 

demonstrated support for the DLM assumption of distributed leadership in the form of 

teams as more effective than leadership based on solely one leader.  This suggests the 

DLM integrated with teams could possibly serve as a tool for supporting school 

leaders’ problem solving and decision making with complex problems associated with 

change. 
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Inference and Implication #3:  The four schools revealed that value for culture, 

heartfelt effort, and skill for resolving conflict fuel positive and constructive 

momentum with the change process.  These values suggest school leaders can further 

tap the collective expertise of their faculties by providing professional development in 

the four leadership capabilities of the DLM.  Skill with visioning, relating, inventing, 

and sensemaking that generate ideas, enhance collaboration, spark creativity, and 

strength solution making make effective teams. 

Inference and Implication #4:  The four school teams exhibited evidence of 

variety in change signatures and years of experience.  The DLM could be useful to 

researchers in collaborating with school leaders to reflect on and assess leadership 

teams’ strengths (change signature) and areas of needed professional growth.  

Principals’ awareness of their school leaders’ change signatures could be a vehicle for 

practicing distributive leadership. 

Inference and Implication #5:  The four school-based leadership teams 

exhibited degrees of skill for leadership optics.  The skills were more evident with the 

assistant principals and principals.  This reinforced the argument that teachers by the 

nature of their position work in isolation.  This suggests that the DLM could be a 

useful tool through professional development for raising the awareness (culturally, 

politically, and strategically) of teachers.  The benefits could be the reduction of 

teacher isolation and the facilitation of a distributive leadership practice in the forms 

of macro and micro perspectives within the school culture.  These perspectives viewed 

 190



Texas Tech University, Ricardo Molina, May 2011  

through the three DLM lenses could be a powerful asset for schools with change and 

reforms. 

Summary and Transition to Chapter V 

In summary, the quantitative results from the questionnaire, THSODQ, 

administered to four public school faculties measured via 10 variables from THSODM 

reflected positive perceptions of their respective schools and leadership teams.  

Through a matrix for inferred application of the DLM to the questionnaire, 

quantitative results showed positive impacts related to distributive leadership.  

Overall, the results compared to the leadership teams’ scoring of the 10 variables 

derived from interviews, the quantitative results indicated positive perceptions with 

room for improvement.  The mixed-data comparisons established a rationale for 

positing a theoretical link between the quantitative and qualitative data, and 

embedding the supportive quantitative results with the qualitative results.  The 

qualitative results filtered via the DLM components revealed degrees of distributive 

leadership practice by the four school leadership teams and implications.  Finally, the 

mixed-data results produced five inferences and implications regarding the DLM 

applications to educational leadership and research. 

The focus of Chapter V is to provide an interpretative summary statement 

related to three research questions’ link to the problem statement, purpose, and 

theoretical framework of the study.  Additionally, the chapter includes 

recommendations and conclusions. 
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CHAPTER V 

INTERPRETATIONS AND RECOMMENDATIONS 

Introduction 

As discussed in Chapter I, cumulatively, three research questions reflect 

degrees of data (quantitative, qualitative, and mixed methods), and establish a link to 

the problem statement, purpose, and theoretical framework of the study.  Additionally, 

three associated problems related to leadership and research from the literature 

underlies the research questions.  These connections establish coherency in the 

organization of the study, and adds significance to the results.  Therefore, this 

concluding chapter begins with a synthesis statement of the abovementioned link and 

research problems.  Additional discussions follow regarding interpretations, 

recommendations, and conclusions based on the results from the research questions. 

The Research Problem, Research Questions, and the Literature 

Linked to the research problem are three related problems pressing on 

educational leadership researchers and practitioners.  First, how do school leaders 

manage and lead amid a myriad of demands associated with ongoing change outside 

and within their school districts? (Leithwood et al., 2004a)  Second, what theoretical 

frameworks and methodologies do researchers employ to address the issues and 

problems? (Levin, 2006)  Third, how do investigators transform education research 

into practice for educational leaders? (Levin 2006)  On the whole, change and its 

associated problematic atmosphere resonates a compelling obligation in the best 
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interest of students to pursue empirical research on what is effective leadership 

practice (Slavin, 2004).  It is imperative for leadership to cope with change and its 

affects on school culture.  The results presented and discussed in Chapter IV provided 

posited answers to these three problems pressing on school leaders and researchers. 

The results from the first research question presented supportive quantitative 

evidence via an online questionnaire, The Heart Smart Organizational Diagnosis 

Questionnaire (THSODQ), from four school-based faculties.  Despite amid a myriad 

of state accountability and district reforms, the faculties’ perceptions of their 

respective schools were more than satisfactory as measured using 72 Likert Scale 

items.  Furthermore, the results categorized into 10 variables associated to The Heart 

Smart Organizational Diagnosis Model (THSODM), demonstrated similar positive 

endorsements of the schools.  The results provided measured examples of how leaders 

manage and lead which arguably present resolutions to the first problem mentioned by 

Leithwood et al. (2004a). 

The results from the second research question yielded primary qualitative 

evidence from four school-based case studies that substantiated ways principals, 

assistant principals, and teacher leaders practice distributive leadership via the 

application of the DLM.  The asserted substantiations of the theoretical framework 

(DLM) application provide posited answers to the first problem noted by Levin 

(2006). 

The mixed methods results from the third research question include inferences 

and implications that conjectured examples of how investigators transform education 
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research into practice for educational leaders.  The inference and implication are 

suggested solutions to the second problem described by Levin (2006). 

The Purpose of and Rationale for this Study and the Literature 

The purpose of and rationale for this study was to construct original evidence 

supported by research from the literature to investigate the practical application of the 

Distributed Leadership Model (DLM), (theoretical framework of the study), to 

educational leadership and research.  Applying the DLM to educational leadership and 

research generates insights and new ideas, approaches, and solutions to the 

expectations and standards of accountability and other reform mandates.  This reflects 

a proposed solution to the problem pointed out by Levin’s (2006) regarding the 

application of theoretical frameworks and methodologies.  Moreover, accountability 

and reform heighten the need for research.  In the midst of accountability and reform 

for the improvement of all student groups’ achievement, this requires superintendents, 

principals, and teachers to improve their leadership capacity.  A capacity for 

distributed leadership may occur in the development of trustful reciprocal 

relationships where communication of relevant information is genuine in pursuit of a 

progressive school.  This need for research captures the critical attributes of the 

problems explained by Leithwood et al. (2004a) and Levin (2006) regarding 

leadership practice amid change, and transforming research into practice. 
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The Theoretical Framework of this Study and the Literature 

The literature review in Chapter II established distributed leadership as the 

framework for this study’s theoretical perspective.  Distributed leadership is a 

relatively new paradigm in educational leadership that potentially offers new avenues 

for educational researchers.  This study incorporated the DLM developed by Ancona, 

Kochan, Maanen, Scully, and Westney (2005a, 2005b, 2005c, 2005d, 2005 e, 2005f) 

that emanated from research in the MIT business environment.  Furthermore, the 

DLM incorporates systems thinking as posited by Senge (1990, 2000) and Senge et al. 

(2006).  Research by Elmore (2000, 2003, 2004, 2005), Gronn (2000, 2003, 2006), 

and Spillane (2006) that include posited models of distributed leadership in public 

education has paved the way for others to continue with the research.  Coupled with 

the abovementioned theoretical perspectives, this study incorporates a literature 

review of educational leadership paradigms by Leithwood and Duke (1999).  The 

review forms a bridge between educational leadership and the DLM. 

The theoretical framework of this study reflects an asserted solution to the 

problems posed by Leithwood et al. (2004a) and Levin (2006).  Arguably, the DLM 

provides school leaders with a theoretical framework for enhancing their leadership 

capabilities, and transforming research in practice to lead and manage amid pressing 

change and reform. 

The Link and Significance to the Results 

Cumulatively, three research questions reflect degrees of data (quantitative, 

qualitative, and mixed methods), and establish a link to the problem statement, 
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purpose, and theoretical framework of the study.  The described subsequent link to 

three problems mentioned in the literature that continually are pressing educational 

leaders and researchers, and the suggested resolutions generate coherency within the 

study.  This linked duality infers significance to the results. 

Prelude to a Discussion of the Results 

As discussed in Chapter I, the focus of the analysis was to uncover the 

theoretical potential of the DLM for providing educational leaders a conceptual tool in 

combination with other preferred leadership paradigms (e.g., democratic, instructional, 

moral, transformational, and the like) to address challenges associated with change in 

the 21st century.  Change associated with governance, accountability, reform, 

economic uncertainty, technology innovation, national demographics, and global 

competition presents educational leaders with difficult and complex problems.  In 

addressing the problems (Firestone & Louis 1999, Leithwood et al. 2004a, Levin, 

2006) mentioned in Chapter I, the challenge for educational leaders is marshalling the 

collective expertise and skills of leadership teams and stakeholders in a coherent and 

trustful manner to generate viable and sustainable solutions.  A second challenge is for 

educational leadership researchers to conduct practical research on the reality of the 

contexts in which public schools and districts operate.  Practical research grounded in 

sound theory that educational leaders can relate to is a key to contributing solutions to 

problems related to change. This potentially may generate dynamic and beneficial 

partnerships between public schools and higher education. 
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In Chapter II, a review of the literature established the DLM as the theoretical 

framework for this study.  The DLM designed by a team of researcher at MIT, 

encompasses personal philosophy, teams, assumptions, four leadership capacities, a 

change signature component, and three lenses (Ancona et al., 2005)  Systems thinking 

theory underlies the DLM (Senge 1990, 2002). 

As discussed in Chapter III, a questionnaire, four school-based case studies 

(Eisner 1998, Yin 2003, Bogdan & Biklen 2007), and the mixed-methods provided the 

data collection framework for analyzing supportive quantitative data embedded with 

the primary qualitative data.  A mixed-methods theoretical framework, the embedded 

design, facilitated the positing inferences, implications, and suggestions (Creswell 

2003, Creswell & Clark 2007) related to applications of the DLM to educational 

leadership and research. 

Subsequently, amid the school district reforms, the results presented in Chapter 

IV included a discussion of quantitative scores from the Heart Smart Organization 

Diagnosis Questionnaire (THSODQ) administered to four public school faculties.  Ten 

variables from the Heart Smart Organization Diagnosis Model (THSODM) (Palestini, 

2005) enabled categorization of the scores.  From the same public schools, four 

leadership teams consisting of the principal, assistant principal, and a teacher leader 

provided the qualitative results via interviews, observations, field notes, and review of 

documents.  

Overall, Chapters I-IV illustrated the integration of distributive leadership 

theory with other leadership theories from a review of the literature.  The following 
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results from three research questions demonstrate the potential for the practical 

applications of the DLM to educational leadership and research. 

Summary of Results 

The quantitative, qualitative, and mixed-methods results are meaningful to 

educational leadership and research.  The quantitative results complemented the 

qualitative results from the leadership teams of the same schools.  The quantitative and 

qualitative results established the framework for the mixed-methods resulting in 

emergence of inferences and implications.  The results demonstrated the potential 

practical application of the DLM as a tool for the practice and research of distributive 

leadership in public schools.  Additionally, the results demonstrated the theoretical 

application of DLM in concert with other leadership paradigms as discussed in 

Chapter II. 

The embedded quantitative results from the questionnaire (THSODQ) 

represented the voices of four school faculties.  Next to students, teachers matter most 

in successful schools.  Teachers are the motivators of student, subject experts, and 

innovators of instruction.  School leaders inclined to distributive leadership must 

value, monitor, and respond to the voices of their respective faculty members.  

Authentic attentiveness to faculty is essential for school leaders to create pathways for 

distributive leadership.  The quantitative results for the four schools demonstrated a 

favorable to more than favorable perspective.  These quantitative results embedded 

into the qualitative data provided an essential and reciprocal link between the faculties 

and leadership teams headed by the principals. 
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The qualitative results showed the importance of leadership teaming.  Through 

the interviews, the participants demonstrated adaptability of their experiences and 

expertise to the DLM.  Experience and expertise whether it is from a first year teacher 

or a veteran administrator, collectively is an asset to a school.  Recognizing and 

capitalizing on collective experience and expertise is essential for distributive 

leadership.  Furthermore, the qualitative results provided evidence of ways principals, 

assistant principals, and teachers practice distributive leadership via the application of 

the DLM.  The ability to answer the question how to practice distributive leadership, a 

question based on sound theory integrated with experience, is important to leaders in 

schools and researchers. 

The mixed-methods results illustrated a balanced study representative of an 

essential, dynamic, and reciprocal relationship between four school faculties and their 

leadership teams.  Impetus for the emergence of five implications and inferences 

emanated from four primary sources.  The primary sources were the faculties’ median 

scores from the questionnaire 10 variables (THSODM), insights gained from the 

interviews coded through NVivo 8; the literature review in Chapter II, and the 

researcher’s current 39 years of experience in public education as a secondary teacher, 

coach, assistant principal, associate principal, junior high principal, and district 

administrator.  These sources generated inference validity to the study. 

Summary Statement 

This section focuses on conclusions derived from the aforementioned results 

and proposed inquiries that merit future study.  Noteworthy, the results provided 
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supporting evidence for the study’s premise that the DLM is applicable to educational 

leadership and research.  The significance of the results lies in two potential 

applications.  First, the study demonstrated the DLM as a road map for researchers in 

educational leadership. Second, the study generated pragmatic examples of the DLM 

as a theoretical tool for educational leaders to practice distributive leadership in 

concert with other leadership paradigms.  Overall, I contend the results are potentially 

meaningful to educational leaders and researchers and raise new questions for further 

research.  The following conclusions demonstrate support for the preceding 

contention.   

Quantitative Results and Conclusion I 

The quantitative results from the questionnaire showed the four faculties’ 

measured perceptions (median scores) consistently within a range from favorable to 

more favorable.  Elementary School Magnet’s scores were 100% in the most favorable 

range compared to the high school’s scores of 100% in the favorable range.  This leads 

to the conclusion that the four schools, within the same feeder pattern, have favorable 

climates.  Favorable school climate is an indicator of receptivity for change.  

Measurement of this indicator provides quantitative data for research on application of 

the DLM to educational leaders.  The measurement provides school leaders with an 

assessment to gauge their school climate and determine supportive distributive 

leadership responses.  Furthermore, it provides researchers with scaffolding to study 

the application of the DLM with a qualitative lens. 
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Qualitative Results and Conclusion II 

The qualitative results from the case studies of four leadership teams in public 

schools provided the demonstration of DLM components that included personal 

philosophy, assumptions, leadership capabilities, change signatures, and three lenses.  

The results emanated from interviews and observations of the participants.  

Additionally, the researcher’s contextual background (Appendix G) was a theoretical 

bridge between the embedded quantitative data and qualitative data.  The combination 

of the DLM components and the researcher’s experiences lead to the second 

conclusion from the study.  That is, school leaders through application of the DLM 

can further gauge their school climates through reflection of collective strengths and 

areas of needed attention.  Self-awareness with a willingness to respond objectively 

and ethically to the needs of students and faculties facilitates team building and 

increases the capacity for student achievement and the engagement of the faculty in a 

school’s vision and mission.  This distributive outcome is critical in meeting the 

challenges of accountability, reform, and scarce economic resources. 

Mixed Methods Results and Conclusion III 

The mixed methods results were the source for five inferences and five 

implications that grew from the study.  The inferences and implications originated 

from embedding the four faculties’ participants quantitative median scores on 10 

variables (THSODM) with their respective leadership team’s qualitative ratings of the 

same variables via interviews centered on the DLM application.  This enabled 

comparison of the faculties’ perspectives to their schools compared to the leadership 
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teams’ perspectives.  This is significant because next to the students, the faculty is the 

critical role player in effecting change, instruction, and student achievement.  

Educational leaders who realistically have the pulse of their faculty positioned 

themselves to optimize the school’s vision and mission.  Therefore, this leads to the 

third conclusion from the study.  The DLM application as a tool for school leaders can 

potentially harvest collective expertise and change signatures to meet the demands of 

accountability, change, and reform. 

Overall, the three conclusions from the study raised new questions for 

educational leadership research and further investigation.  The following section 

expands on these implications. 

Implications for Future Research 

This study contributes to the research literature on distributive leadership as 

discussed in Chapter III.  The contribution manifests in the form of a research design 

for the DLM application to educational leadership and research.  Furthermore, the 

study merits additional research and has potential value to educational leaders and 

researchers. 

The mixed methods, embedded design, employed in this study provided a road 

map for future leadership studies of the DLM in public education.  The study reported 

herein supplies demonstrations of quantitative, qualitative, and mixed-methods 

designs that facilitate research on the DLM in public schools.   
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The study merits further research given that research in distributive leadership 

is relative new compared to research on other leadership paradigm.  Additionally, the 

study demonstrates the application of the DLM as a theoretical tool that connects 

theory to the reality of leadership practice in public schools.  This could benefit 

educational leaders and researchers.  Educational leaders require retooling of their 

leadership skills as they face and promote change over time.  Their continued 

leadership growth benefits those they serve.  Professional development linked to 

theory and best practices contributes to leadership growth.  For researchers especially 

in times of economic scarcity, it is imperative that utilization of research funding 

applies to research designs that pragmatically connect researchers and public school 

districts.  The connection should ultimately support student learning and high quality 

instruction. 

Though this study took place in public schools, the study potentially has 

implication for leaders in non-public schools.  Similar to public schools, external and 

internal forces present school leaders with challenges associated to funding, tuition, 

recruitment, accreditation, curriculum, instruction, student achievement, professional 

development, and technology.  The study has potential transferability to non-public 

schools.  First, it could serve as a tool for educational leaders to assess and develop 

their leadership capacity, and determine professional development needs.  Second, 

researchers have pools of prospective participants to duplicate the study, and conduct 

comparative analyses from similar studies in public schools.  The results could 
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potentially benefit both educational systems, and ultimately contribute to improving 

instruction and student learning. 

Implications for Practice and Recommendations 

As suggested above, in the application of the DLM to public schools, this 

study advances two assertions that include a methodology for the retooling leadership 

skills of educational leaders and developing research that realistically connects theory 

to leadership practice in public schools.  These assertions linked to the study’s results 

suggest contributions to practice and recommendations.  

The quantitative results representative of four public school faculties’ 

perceptions of their respective schools illustrate a diagnosis categorized in 10 

variables.  Each variable with seven-point Likert-scale items measures the faculties’ 

views.  The measurements provide robust quantitative indicators that school leaders 

could utilize to determine the pulse of their faculty.  A fallacy for educational leaders 

is to assume that all is well with their faculty without periodical monitoring.  

Monitoring via a questionnaire facilitates feedback with candor.  Candor provides 

school leaders with realistic snapshots of areas needing attention or affirmation of 

satisfactory progress. 

The qualitative results embedded with the quantitative results demonstrate the 

application of the faculties’ perceptions with the DLM application analyzed through 

NVivo 8 coding of 12 participants’ interview transcripts from four case studies.  

Additionally, the results provide researchers with a methodology for further research 
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of the application of the DLM in public education.  The results from each case 

illustrated inferred applications of the DLM that could benefit school leaders.  The 

benefits, for example, could bring focus to distributive leadership practice by means of 

reflecting, visioning, relating, innovating, and sensemaking.  Furthermore, the results 

demonstrate how school leaders can sharpen their political, cultural, and strategic 

distributed leadership skills with collective expertise in the form of change signatures.  

A school leadership team’s awareness of the collective expertise within its school 

provides stepping-stones to improved practice.  Additionally, the qualitative results 

demonstrate to researchers the potential for the DLM application and utilization as a 

research tool.  The following insights from the participants suggest possible benefits of 

the DLM application. 

I think it [DLM] would be a great benefit in that it just would be a reflection on 

what’s you are doing.  It is more like a self-analysis.  You know, it is a deep 

self-analysis that sometimes we should all do.  I think sometimes [we] get set 

in your ways. I think just by doing this it brings out some things that you really 

do not talk about because you have not been asked . . . . [Moreover], I think it 

is pretty much like a self-report. (Study Participant, Principal, Elementary 

School Magnet)  

I think it could be a great tool to use, I mean; I would definitely love to 

sit down with the whole staff and maybe go through these ten ratings that we 

just did and let them do it.  See how they felt about it. Where they openly 

discuss them, not to embarrass them or anything, but I think it would help.  
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Just so they would realize what they bring to the table. (Study Participant, 

Principal, Elementary School) 

As you think about all the workings and intricacies of operating a high 

school of this size and as diverse as this, you very quickly realize that this is 

something, that one person cannot keep a finger on all the time.  I mean, it is 

impossible to know everything about every aspect of a campus like this.  So, I 

think the Distributed Leadership Model in distributive leadership in general is 

a must.  Because, no one person, obviously, can be an expert in every area on 

the campus this size with these many things going on. (Study Participant, 

Principal, High School Magnet)  

The mixed-method results represented by five inferences and five implications 

extend the quantitative and qualitative results with a how to (theory to practice) theme.  

The validity of the inferences stems from leadership theory explained in the study and 

reasoned in the DLM application.  The first inference/implication points out how 

school leaders can take inventory of quantitative and qualitative data to determine 

areas of strength and of needing professional development to enhance collective 

expertise.  The second inference/implication shows how leadership teams can marshal 

inherent strengths within the school to implement and sustain reform initiatives. The 

third result points out how school leaders might be able to address enhancement of the 

school culture and minimize conflict resolution in an atmosphere of change.  Next, the 

fourth result suggests how in a school feeder pattern concept, the DLM can provide 

insight to what constitutes the collective expertise of schools demonstrated by 
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inventorying change signatures. Finally, the fifth result infers how application of the 

DLM can assist leadership teams with insight to utilizing a school district’s emphasis 

on Professional Learning Communities (PLC) to initiate school district reforms and 

sustain them. 

In summary, the quantitative, qualitative, and mixed-method results established 

pathways that demonstrate the application of the DLM to educational leadership and 

research in public schools.  The results anchored to leadership theory accentuate the 

validity of the study. 

Relationship of Results to Theory 

As mentioned in Chapter I in this study, leadership grounded in theory is a 

keystone in educational leadership and research.  Theory generates frameworks for 

research agendas to improve schools and meet the demands of local, state, and federal 

accountability systems.  A leadership framework that possibly generates strategies to 

capitalize on an organization’s collective expertise is distributed leadership.  The 

inferred application of a distributed leadership framework from the business sector, 

the Distributed Leadership Model (DLM), is the background for this study.  

Furthermore, as noted in Chapter II, the DLM in conjunction with systems thinking 

theory and theories related to educational leadership provided the framework for this 

study.  As described in Chapter III, a mixed methods design, the embedded design 

with a pragmatic worldview is the methodology for answering the study’s three 

research questions.  Therefore, a pragmatic approach to the data collection and 

analysis ensured demonstration of the DLM application and the data analysis process.  
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This process, introduced in Chapter I and Chapter III, necessitated a supplementary 

theoretical platform that facilitated the application of theory elaboration, theory of 

systemic reform, and responsive interviewing theory.  Furthermore, the process 

incorporated the researcher’s contextual background (Appendix G), and NVivo 8 tree 

nodes (Appendix H) for analyzing the mixed methods data, making inferences, and 

positing implications. 

The next sections include extended discussion of the theories and application 

to the study. 

Theory Elaboration 

Application of theory elaboration enabled the positioning of the DLM as the 

overarching theoretical filter for the qualitative analysis of the four case studies.  

Theory elaboration involves a methodology for fostering global systems of ideas by 

means of “qualitative case analysis . . . theoretical tools in general (theory, models, 

and concepts)” (Vaughan, 1992, p. 175) by means of heuristic or commonsense 

refinements versus prescribed and interconnected research schemes for assessing and 

elucidating an occurrence.  The refinements can occur simultaneously through dual 

lenses incorporating an overarching lens and a fine-tuning lens resulting in alike and 

unlike assessments of a theory, model, or concept.  Application of theory elaboration 

methodology, positioned the DLM as the primary model for the qualitative analysis to 

occur.  Additionally, this established the theoretical rationale for coding and analyzing 

data from the four case studies with NVivo 8. 
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Districts as Institutional Actors in Improving Achievement and Advancing Equity: A 
Theory of Systemic Reform 

With the DLM established as the foundation for the analysis of the four case 

studies, the ensuing phase situated the case studies and delimited the scope of the 

analysis.  In this phase, the position of the cases studies is within a public school 

district with a timeline that began in July 2009, coincided with the board of trustees’ 

appointment of a new superintendent, and ended in August 2010 amid a climate of 

change and district-wide reforms.  Rorrer, Skrla, and Scheurich (2008) in a review of 

the literature related to  public school districts’ reforms, proposed a theory of systemic 

reform.  The theory metaphorically depicts school districts as institutional actors with 

a mission of improving instructional outcomes and promoting equitable practices.  

Furthermore, to accomplish the mission, the school district as the primary stakeholder 

has four interrelated roles for the institutionalization of reforms.  The four reform roles 

are: (a) assume leadership for improving instruction, (b) reconfigure the district 

culturally and strategically, (c) establish systematic guidelines, and (d) institutionalize 

equitable practices. 

Three fundamental suppositions underlie the theory of systematic reform.  

First, superlative explanations derived in detached settings have no merit.  Second, 

school districts should spearhead leadership that affects all of its strata consisting of 

other stakeholders.  Third, the conception that change at all levels of the district is not 

one-dimensional and simplistic underpinned the district’s reforms.  Instead, the 

collective expertise of the district is paramount.  Institutionalized reform manifests 

 209



Texas Tech University, Ricardo Molina, May 2011  

through distributed leadership and a district team consisting of the “superintendent, the 

board, the central office-level administration, and principals” (p. 311).  

Therefore, within the theory of systemic reform, the positioning of the four 

case studies reflects the impact of change from district reform initiatives, beginning 

with the superintendent, filtering through the principals to the teachers, and ultimately 

to the students.  Citations derived from interviews of school leadership teams 

participating in the case studies reflect the theory of systemic reform set in motion at 

the district level.  Overall, this delimited the analysis of the case studies. 

Responsive Interviewing Theory Model 

Four leadership teams consisting of principals, assistant principals, and teacher 

leaders were the source for 12 participants and interviews.  The interviews were the 

primary source for the qualitative data and its dominant weight for the study.  

Additionally, interview questions related to 10 variables of The Heart Smart 

Organizational Diagnosis Model (THSODM) provided conceptual linkages to the 

participants’ respective school faculties’ similarities and differences to the embedded 

quantitative (quan) results.  Additionally, as the qualitative data and ongoing analysis 

from the interviews added depth and perception of the DLM’s application coupled 

with supplementary extensions from THSODM, as a result, three higher-level thinking 

questions evolved.  The literature and the responsive interviewing model support the 

abovementioned process. 
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The responsive interview model has five critical attributes that reflect 

personalization, reciprocity, bonding, non-dictatorial questioning, and flexibility.  

Through personalization, the interviewer experiences the interviewee’s reality and the 

context of rendition.  Interviewing is a reciprocal process that incorporates the 

interviewee but also purpose from the interviewer.  Reflection seen through the 

multiple lenses of experience elevates reciprocity.  The interviewer’s value orientation 

to protecting confidentiality and voluntary contributions of the interviewee is vital.  

Steering of the interviewee towards a preconceived answer devalues the interviewee.  

Finally, focus attending to what the interviewee is sharing at times necessitates change 

and modification to the interview questions for enhancing the quality of the interview 

(Rubin & Rubin, 2005).  

The responsive interview model provided the framework for the interview 

questions related to the DLM and THSDOM variables.  Furthermore, it supports the 

addition of three interview questions and the incorporation of the researcher’s public 

school experiences to the qualitative analysis and results. 

Researcher’s Public School Experience 

As mentioned previously, the interviewer’s experiences are important to the 

interview process.  The experiences promote empathy between the interviewer and 

interviewee contributing to enriched interviews.  Appendix G contains the researcher’s 

contextual background that provides the reader a qualitative lens to view the 

researcher’s reflections and educational experiences.  The researcher juxtaposed 

educational experience as a student, teacher, coach, assistant principal, associate 
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principal, principal, and district administrator superimposed with the DLM during the 

interviews and observations of 12 participants.  This qualitative and theoretical 

overlay served as a framework for the analysis of the interviews in the study and 

answering the second research question.  Additionally, the analysis is in same vein 

with the responsive interview model. 

Computer Qualitative Analysis Software: NVivo 8 

The data analysis incorporates the aforementioned theories and NVivo 8, 

qualitative analysis software, for answering the second and third research questions.  

The tree nodes or a hierarchy of data sources, a feature of NVivo 8, frames the coding 

of interview transcripts, observations, and documents (Appendix H). 

Metaphorically, the DLM is systematically the trunk of the tree nodes.  Major 

branches subdivide the DLM into its components.  The components include four 

leadership assumptions, Four Capabilities Leadership Framework (FCF) (i.e. 

visioning, relating, innovating, and sensemaking), change signature, optics for 

leadership (i.e., political, strategic, and cultural lenses), and philosophy.  Subsidiary 

branches feature 12 interview transcripts from four case studies (leadership teams).  

Offshoots link the 10 variables from THSODQ to the interviews of the leadership 

teams.  The tree nodes root system consists of the researcher’s experiences and 

reflections, and interfaced theories (i.e., theory elaboration, interview response model, 

and theory of systemic reform for school districts.).  Coding reflected this systemic 

organization of qualitative data categories. 
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Overall, the study incorporates theory that subsequently generates relationships 

to the results.  However, this contention warrants a balanced discussion regarding 

limitations to the study. 

Limitations 

Even though overall, the results from the research questions demonstrated the 

DLM application to educational leadership and research, the results require rendering 

in terms of some limitations.  First, the questionnaire (THSODQ) and the associated 

10 variables (THSODM) have not been subjected to rigorous examination of validity 

and reliability.  Consequently, statistical field-testing and the addition of an open-

ended question for each variable could enhance the legitimacy and dependability of 

the quantitative results.   

A second limitation was the absence of research literature pertaining to the 

application of the DLM to educational leadership and research.  During the period of 

the literature review for the study, I did not find any studies of the DLM other than in 

the business sector.  Additionally, compared on research of other leadership paradigms 

such as transformational leadership the research on distributive leadership is relatively 

new.  Accordingly, I relied primarily on themes, inferences, and implications. 

The third and last limitation relates to the methodological design of the study.  

Compared to quantitative and qualitative methodologies, mixed method research is 

relatively new.  As a result, studies with the embedded design are few.  Furthermore, 

additional research is needed that demonstrates how to utilize embedded data, make 
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inferences, and link implications.  Nonetheless, the study does ask new questions 

regarding a theoretical model of distributive leadership applied in public education. 

Summary and Conclusion 

This study was an effort to demonstrate ways principals, assistant principals, 

and teacher leaders in four public schools practice distributive leadership via the 

application of the DLM, a theoretical model from the business sector.  A review of the 

literature provided a rationale for bridging the DLM to educational leadership.  

Additionally, the four schools in the study were already operating in a team 

environment (Bolman & Deal, 1992), Professional Learning Communities (PLC) 

(DuFour & Eaker, 1998), which was congruent with the emphasis on the DLM with 

team environments (Ancona et al., 2005b).  

Theoretically, with the DLM employed as a tool with other leadership 

paradigms, leaders can practice distributive leadership.  The application of the DLM 

requires competency with four leadership skills grounded with personal experience, 

optics, and philosophy.  The DLM skills include the ability to communicate a vision, 

relate authentically and trustfully to others, model and inspire innovation, and 

demonstrate confidence and competence by sensemaking of complex problems do 

motivate others to meet their school mission.  Furthermore, coupled with unique 

change signatures, leaders utilize three-dimensional optical analysis of variables 

(internal and external) (Ancona et al., 2005a, 2005f) that affect their schools.  As a 

result, distributive leadership practice and problem solving emanates from collective 
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expertise (Ancona, 2005; Ancona et al., 2005b; Ancona et al., 2007) instead from 

solely the principal. 

Via mixed-methods research, the results reflected the practical aims of the 

study.  The participants’ comments from interview about the application of the 10 

questionnaire variables (THSODM) to their respective schools theoretically provided 

embedded quantitative data to the qualitative data.  In applying the DLM, the 

quantitative data reflected the participants’ faculties’ measured attitudes toward the 

schools.  I inferred theoretical linkage of the quantitative data to the qualitative data.  

Analyses of the data tables for each case study suggested consistent agreement of by 

the faculties of positive attitudes regarding the schools.  Specifically, the median 

scores of the faculties compared to the participants’ qualitative views were relatively 

consistent but pointed out areas of difference.  Therefore, an inferred implication was 

that DLM is applicable as a research tool in public schools.  Accordingly, the DLM 

can potentially provide principals and other school leaders with a framework for 

reflection, an inventory of leadership capabilities, and change signatures with realistic 

measured perceptions from their faculties.  Access to such data coupled with the DLM 

skills may provide a principal and leadership team a theoretical tool for utilizing 

distributed leadership.  As a result, this potentially can strengthen the school’s 

leadership, which ultimately benefits students.  Additionally, an inferred implication 

from this study is that via the DLM, tapping a school’s collective expertise that 

includes knowledge, experience, and philosophy may improve leadership practice 

positively influencing student achievement.   
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In summary, this study provided mixed method results that demonstrated the 

potential application of the DLM in public education and research.  However, the 

aforementioned limitations do provide areas for further inquiry and research.  

Nonetheless, the study illustrated the practical application of a theoretical model of 

distributive leadership to public schools and research. 

Researcher’s Perspectives 

Twenty-first century educational leaders (school boards, superintendents, central 

office administrators, principals, and teachers) of public schools in the United States 

face daunting leadership challenges amid many changes related to the global 

economy, technology, societal demographics, reforms, and accountability.  

Furthermore, educational leaders have ethical, moral, and democratic responsibilities 

to provide inclusive instructional and learning experiences that transform students into 

young adults who are career and/or college ready.  The success of educated students 

translates into production and positive contributions to a democratic society. 

Given the maximum resources and support possible from the school district and 

stakeholders, the essence of a successful public school is the quality of collaboration 

and commitment that occurs between the faculty and its leadership team.  This study 

advanced the concept of distributive leadership practice to maximize the collective 

expertise of a school.  The key to a successful school is a blending of exemplary 

academic expectations within an atmosphere that is welcoming, engaging, and 

enjoyable.  The outcome is synergistic which energizes the school and elevates the 
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collaboration and problem solving of multiple leaders, which is consistent with the 

DLM. 

The school leadership team led by the principal is crucial to distributive leadership 

practice.  The principal’s ability to tap the collective expertise of the faculty 

determines the degree of distributive leadership practice.  I learned from my 

experiences as an assistant principal and principal the importance of harmony and 

coordination in a leadership team.  This was important when a member of the team 

was not available and another team leader needed to make a decision, sometimes in 

emergencies.  This is example of the value of distributive leadership. 

Sensemaking for a leadership team is a critical capability, especially in an 

atmosphere of change, for example district reform.  This study provided glimpses into 

real world of public education leaders and their challenges with the school district’s 

reforms.  Examples of the reforms included Value-Added Analysis, Response-to 

Intervention, CSOPE curriculum, special education inclusion, and Professional 

Learning Communities (PLC).  The development of sensemaking skills would 

enhance a PLC’s implementation and institutionalization of the district reforms.  This 

is a benefit of the DLM. 

Conclusion 

In conclusion, this study demonstrated that the DLM potentially provides 

principals and other school leaders with a conceptual tool to assess their school’s 

strengths and areas of needed growth.  A possible benefit of the DLM is the stretching 
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people to envision ideas and make sense of barriers via innovating and relating via 

collaboration.  Furthermore, one of the advantages of distributed leadership is 

providing teacher leaders with experiences outside their classroom.  This exposes 

them to collective collaboration and broadens their perspective of the school, which 

strengthens the leadership team.  This viewpoint reflects the DLM assumptions.  

Finally, the study’s literature review and methodology provide future researchers with 

a framework for further investigation.  In conclusion, this study warrants consideration 

as contribution to the field of educational leadership and research. 
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Rosemary Cogan, Ph.D., ABPP Protection of Human Subjects Committee  
Box 41075 | Lubbock, Texas 79409-1075 | T 806.742.3905 | F 806.742.3947 | www.vpr.ttu.edu 
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Please think of your present work environment and indicate the degree to which you agree or disagree with the following 
statements.    Pick a number from the scale below to show how much you agree or disagree with each statement and circle it to 
the right of the item.  A “1” is Disagree Strongly and a “7” is Agree Strongly. 
 
      Neither 
 Disagree Disagree Disagree nor Agree Agree Agree Agree 
 Strongly  Slightly Disagree Slightly  Strongly 

 1 2 3 4 5 6 7 

 
1.  The manner in which the tasks in this institution are divided is a logical one. …… 1 2 3 4 5 6 7 

2.  The relationships among coworkers are harmonious.  ……………………………………………. 1 2 3 4 5 6 7 

3.  This institution’s leadership efforts result in its fulfillment of its purpose. ……….  1 2 3 4 5 6 7 

4.  My work at this institution offers me an opportunity to grow as a person.  ………………………. 1 2 3 4 5 6 7 

5.  I can always talk to someone at work if I have a work-related problem. …………………………. 1 2 3 4 5 6 7 

6.  The faculty actively participates in decisions.   …………………………………………………… 1 2 3 4 5 6 7 

7.  There is little evidence of unresolved conflict in this institution.  ………………………………… 1 2 3 4 5 6 7 

8.  There is a strong fit between the institution’s mission and my own values.  ……………………… 1 2 3 4 5 6 7 

9.  The faculty and staff are represented on most committees and task forces.  ……………………… 1 2 3 4 5 6 7 

10. Staff development routinely accompanies any significant changes that occur in this institution. ... 1 2 3 4 5 6 7 

11. The manner in which the tasks in this institution are distributed is fair.   ……………………………..  1 2 3 4 5 6 7 

12. Older faculty’s opinions are valued.   ……………………………………………………………….....  1 2 3 4 5 6 7 

13. The administrators display the behaviors required for effective leadership.   …………………………  1 2 3 4 5 6 7 
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14. The rewards and incentives here are both internal and external.   ……………………………………..  1 2 3 4 5 6 7 

15. There is open and direct communication among all levels of this institution.   ………………………..  1 2 3 4 5 6 7 

16. Participative decision making is fostered at this institution.   ……………………………………….....  1 2 3 4 5 6 7 

17. What little conflict that exists at this institution is not dysfunctional.   ………………………………..  1 2 3 4 5 6 7 

18. Representatives of all segments of the school community participate in the strategic planning    

      process.   ………………………………………………………………………………………………    1 2 3 4 5 6 7 

19.  The faculty and staff have an appropriate voice in the operation of this institution.   ………………… 1 2 3 4 5 6 7 

20.  The institution is not resistant to constructive change.   ………………………………………………. 1 2 3 4 5 6 7 

21.  The division of labor in this organization helps its efforts to reach its goals.    ………………………. 1 2 3 4 5 6 7 

22.  I feel valued in this organization.   ………………………………………………………………….. 1 2 3 4 5 6 7 

23. The administration encourages an appropriate amount of participation in decision making. ……….. 1 2 3 4 5 6 7 

24. Faculty and staff members are often recognized for special achievements.  ………………………… 1 2 3 4 5 6 7 

25. There are no significant barriers to effective communication at this institution.   …………………… 1 2 3 4 5 6 7 

26. When the acceptance of a decision is important, a group decision making model is used.   ………… 1 2 3 4 5 6 7 

27. There are mechanisms at this institution to effective manage conflict and stress.   ………………….. 1 2 3 4 5 6 7 

28. Most of the employees understand the mission and goals of this institution.   ………………………. 1 2 3 4 5 6 7 

29. The faculty and staff feel empowered to make their own decisions regarding their daily work.   …… 1 2 3 4 5 6 7 

30. Tolerance toward change is modeled by the administration of the institution.   ……………………… 1 2 3 4 5 6 7 

31. The various grade level teachers and departments work well together.   ……………………………... 1 2 3 4 5 6 7 

32. Differences among people are accepted.  ……………………………………………………………... 1 2 3 4 5 6 7 
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33. The leadership is able to generate continuous improvement in the institution. ……………………….. 1 2 3 4 5 6 7 

34. My ideas are encouraged, recognized, and used.    …………………………………………………... 1 2 3 4 5 6 7 

35. Communication is carried out in a nonaggressive style.   …………………………………………… 1 2 3 4 5 6 7 

36. In general, the decision making process is an effective one.   ……………………………………….. 1 2 3 4 5 6 7 

37. Conflicts are usually resolved before they become dysfunctional.   …………………………………. 1 2 3 4 5 6 7 

38. For the most part, the employees of this institution feel an “ownership” of its goals.   ……………… 1 2 3 4 5 6 7 

39. The faculty and staff are encouraged to be creative in their work.   ………………………………….. 1 2 3 4 5 6 7 

40. When changes are made they do so within a rational process.   ……………………………………… 1 2 3 4 5 6 7 

41. This institution’s organization design responds well to changes in the internal and external 

       environment.    ………………………………………………………………………………………... 1 2 3 4 5 6 7 

42. The teaching and non-teaching staff gets along with one another.   …………………………………    1 2 3 4 5 6 7 

43. The leadership of this institution espouses a clear educational vision.   ……………………………..    1 2 3 4 5 6 7 

44. The goals and objectives for the year are mutually developed by the faculty and the administration.     1 2 3 4 5 6 7 

45.  I believe my opinion and ideas are listened to.  ………………………………………………………   1 2 3 4 5 6 7 

46.  Usually, a collaborative style of decision making is utilized at this institution. ………………………  1 2 3 4 5 6 7 

47.  A collaborative approach to conflict resolution is ordinarily used.   …………………………………   1 2 3 4 5 6 7 

48. The institution has a clear educational vision.   …………………………………………………………1 2 3 4 5 6 7 

49. The faculty and staff can express their opinions without fear of retribution.   ………………………… 1 2 3 4 5 6 7 

50.  I feel confident that I will have an opportunity for input if a significant change were to take  

       place in this institution.   ………………………………………………………………………………  1 2 3 4 5 6 7 
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51.  This institution is “people orientated.”   ……………………………………………………………….. 1 2 3 4 5 6 7 

52.  Administrators and faculty have mutual respect for each other.   ………………………………………1 2 3 4 5 6 7 

53.  Administrators give people the freedom to do their job.   ………………………………………………1 2 3 4 5 6 7 

54.  The rewards and incentives in this institution are designed to satisfy a variety of individual 

        needs.   ………………………………………………………………………………………………… 1 2 3 4 5 6 7 

55.  The opportunity for feedback is always available in the communication process.   ………………… 1 2 3 4 5 6 7 

56.  Group decision making techniques, like brainstorming and group surveys, are sometimes, used in 

       the decision making process.   ……………………………………………………………………….. 1 2 3 4 5 6 7 

57.  Conflicts are often times prevented by early intervention.   ………………………………………….. 1 2 3 4 5 6 7 

58. This institution has strategic plan for the future.   ……………………………………………………. 1 2 3 4 5 6 7 

59. Most administrators here use the power of persuasion rather than the power of coercion. ………….. 1 2 3 4 5 6 7 

60. This institution is committed to continually improving through the process of change.   ………….... 1 2 3  4 5 6 7 

61. This institution does not adhere to a strict chain of command.   ……………………………………... 1 2 3 4 5 6 7 

62. This institution exhibits grace and style.   ……………………………………………………………. 1 2 3 4 5 6 7 

63. The administrators model desired behavior. ……………………………………………………….… 1 2 3 4 5 6 7 

64. At this institution, employees are not normally coerced in doing things.    ……………………….…. 1 2 3 4 5 6 7 

65. I have the information that I need to do a good job.   ………………………………………………... 1 2 3 4 5 6 7 

66. I can constructively challenge the decisions in this institution.   …………………………………….. 1 2 3 4 5 6 7 

67. A process to resolve work-related grievances is available.   ………………………………………….  1 2 3 4 5 6 7 

68. There is an ongoing planning process at this institution.   …………………………………………… 1 2 3 4 5 6 7 
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69. The faculty and staff have input into the operation of this institution through collective bargaining  

       unit or through faculty governance body.   …………………………………………………………… 1 2 3 4 5 6 7 

70. The policies, procedures, and programs of this institution are periodically reviewed.   ………………. 1 2 3 4 5 6 7 
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Variable/  
No. /Item 

Structure 
#1 

Culture/Heart 
#2 

Leadership 
#3 

Motivation 
#4 

Communication
#5 

Item 1 2 3 4 5 
Item 11 12 13 14 15 
Item 21 22 23 24 25 
Item 31 32 33 34 35 
Item 41 42 43 44 45 
Item 51 52 52 54 55 
Item 61 62 63 64 65 

      
Variable/ 
 No./Item 

Decision 
Making 

#6 

Conflict 
Resolution 

#7 

Goal 
Setting & 
Planning 

#8 

Power 
Distribution 

#9 

Attitude  
toward Change 

#10 

Item 6 7 8 9 10 
Item 16 17 18 19 20 
Item 26 27 28 29 30 
Item 36 37 38 39 40 
Item 46 47 48 49 50 
Item 56 57 58 59 60 
Item 66 67 68 69 70 
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 244



Texas Tech University, Ricardo Molina, May 2011  

 
Variable 1/ 

Item # 
DLM  
APP 

Variable 2/ 
Item # 

DLM 
 APP 

Variable 3/ 
Item # 

DLM 
APP 

Variable 4/ 
Item # 

DLM 
APP 

Structure 
1 

Inventing Culture/Heart 
2 

Relating Leadership 
 3 

Change 
Signature 

Motivation 
4 

Relating 

Structure  
 11 

Inventing Culture/Heart  
 12 

Relating Leadership 
 13 

Change 
Signature 

Motivation 
14 

Relating 

Structure 
21 

Inventing Culture/Heart 
22 

Relating Leadership 
23 

Change 
Signature 

Motivation 
24 

Relating 

Structure 
 31 

Relating Culture/Heart 
 32 

Relating Leadership 
33 

Change 
Signature 

Motivation 
34 

Relating 

Structure 
  41 

Inventing Culture/Heart 
  42 

Relating Leadership 
43 

Vision Motivation 
44 

Relating 

Structure 
  51  

Relating Culture/Heart 
  52  

Relating Leadership 
53 

Change 
Signature 

Motivation 
54 

Relating  

Structure 
  61 

Change 
Signature 

Culture/Heart 
  62 

Relating Leadership 
63 

Change 
Signature 

Motivation 
64 

Change 
Signature 

Variable 5/ 
Item # 

DLM  
APP 

Variable 6/ 
Item # 

DLM 
 APP 

Variable7/ 
Item # 

DLM 
APP 

Variable8/ 
Item # 

DLM 
APP 

Communication 
5 

Relating Decision-
making 6 

Change 
Signature 

Conflict 
Resolution 7 

Relating Goal Setting & 
Planning 8 

Change 
Signature 

Communication 
15 

Relating Decision-
making 16 

Change 
Signature 

Conflict 
Resolution 17 

Inventing Goal Setting & 
Planning 18 

Change 
Signature 

Communication 
25 

Relating Decision-
making 26 

Change 
Signature 

Conflict 
Resolution 27 

Vision Goal Setting & 
Planning 28 

Relating 

Communication 
35 

Change 
Signature 

Decision-
making 36 

Sense-
making 

Conflict 
Resolution 37 

Relating Goal Setting & 
Planning 38 

Inventing 

Communication 
40 

Sense-
making 

Decision-
making 46 

Change 
Signature 

Conflict 
Resolution 47 

Vision Goal Setting & 
Planning 48 

Relating 

Communication 
45 

Relating Decision-
making 56 

Sense-
making 

Conflict 
Resolution 57 

Vision Goal Setting & 
Planning 58 

Relating 

Communication 
65 

Sense-
making 

Decision-
making 66 

Relating Conflict 
Resolution 67 

Sense-
making 

Goal Setting & 
Planning 68 

Sense-
making 
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Variable 9/ 

Item # 
DLM  
APP 

Variable 10/ 
Item # 

DLM 
 APP 

Power Distribution 
9 

Change Signature Attitude toward Change 
10 

Sensemaking 

Power Distribution 
 19 

Change Signature Attitude toward Change  
 20 

Inventing 

Power Distribution 
29 

Relating Attitude toward Change 
 30 

Change Signature 

Power Distribution 
 39 

Inventing Attitude toward Change 
 40 

Sensemaking 

Power Distribution 
  49 

Relating Attitude toward Change 
  50 

Sensemaking 

Power Distribution 
  59  

Relating Attitude toward Change 
  60  

Change Signature 

Power Distribution 
  69 

Sensemaking Attitude toward Change 
  70 

Sensemaking 
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Interview Consent Form 

We are asking for your consent to be a subject for a dissertation study at Texas Tech 
University by volunteering to an interview at your school campus at an agreed time.  The 
study is entitled An Analysis of the Distributed Leadership Model in Public Education: A 
Mixed-Methods Study.   
 
Dr. Joan Klinker, Ph.D., College of Education, Educational Leadership Department, is 
the Principal Investigator (PI).  Her telephone number is 806-742-1997 ext 238 and her 
email address is joan.klinker@ttu.edu.  Ricardo Molina, M.Ed., is the Co-Principal 
Investigator (CoPI) and the doctoral candidate.  His telephone number is 806-543-0189 
and email address is ricardo.molina@ttu.edu.  We want to express in advance our 
gratitude for agreeing to interview, contributing your thoughts, experiences, and valuable 
time. 
 
The purpose for the interview is to obtain insights into your leadership practice.  
Specifically, as it relates your leadership practice, educational philosophy, the Distributed 
Leadership Model (DLM), and an online survey administered to your school’s faculty.  
The Co PI will conduct the interview and answer any questions you may have regarding 
the interview.  With your consent, he will be audio recording the interview and use the 
recording as a resource when transcribing his interview notes. Additionally, after the 
interview he will review the interview transcript with you to assure accuracy at your 
campus at an agreed time. 
 
No one can force you to do the interview and you will not loose anything if you decide to 
decline the interview.  In addition, you can terminate the interview at any point and you 
will not loose anything.  The interviews will last approximately 60 minutes.  There are 24 
open-ended questions.  We previously provided you a copy of the interview questions for 
your perusal along with a recruitment letter.  There is no right or wrong, wanted, or 
unwanted answer.  We want you to feel at ease with saying what you really think and 
feel. 
 
We assure that your comments will remain confidential.  The Co PI will compile a report 
that includes a code and pseudo name to identify your comments.  No one but the PI and 
CoPI will see the interview notes and transcription (data).  The PI will store the data in a 
locked metal file cabinet in his home office.  Additionally, after the study is completed, 
we will destroy the data within twelve months.   
 
For questions about your rights as a subject, contact the Institutional Review Board (IRB) 
Committee for the Protection of Human Right Subjects in Research, Office of the Vice 
President of Research, Texas Tech University, Lubbock, Texas 79409.  You can call 806-
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742-3905.  Additionally, the IRB approval timeline for this study is from April 19, 2010 
to March 31, 2011.  
 
Your signature on this form confirms that you read it, the Co-PI answered all questions 
your questions, and you consented to the interview. 

 
____________________________                                                __________________ 
       Signature of Subject                                                                                Date 
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Interview Questions: Principal, Assistant Principal, and Teacher Leader 

The following questions relate to your educational experiences and educational 
philosophy.  
 

1. What motivated you to become an educator? 
 
2. What positions in education have you had and for how long? 
 
3. Have you developed a leadership philosophy? 

 
4. Do you have your leadership philosophy written down? 

 
5. What are two essential elements of your leadership philosophy? 
 
6. What two experiences in your past were major influences in the development of 

your leadership philosophy?  
 

The Distributed Leadership Model (DLM): 

The purpose of this leadership study is to determine the potential applications of the  
DLM to educational leadership.  The DLM is a theoretical multidimensional model.  It 
contains three components. The first component, the Four Leadership Capabilities 
Leadership Framework (FCF), includes visioning, relating, innovating, and 
sensemaking.  The second component is the change signature.  The third component 
includes three theoretical lenses, which are the strategic lens, political lens, and cultural 
lens. 
 
Component #1--FCF: The next questions apply to the DLM’s first component, the four 
leadership capabilities.  I realize that your knowledge of the DLM and its three 
components may be minimal. 
 

1. Visioning is a leadership capability.  What does it mean to you?  Can you give an 
example? 

 
2. Relating is a leadership capability.  What does it mean to you?  Can you give an 

example? 
 

3. Innovating is a leadership capability.  What does it mean to you?  Can you give an 
example?  
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The Distributed Leadership Model (DLM) (continued) 
 

4. Sensemaking is a leadership capability.  What does it mean to you?  Can you give 
an example?   

 
5. The research on the DLM suggests that most leaders are more effective in two of 

the four leadership capabilities.  Which of the two capabilities do you feel you are 
the most effective?  Can you give an example? 

 
6. Can you give an example of what professional development training would assist 

you to strengthen the two leadership capabilities less established in your 
leadership practice? 

 
Component #2: The next questions refer to the DLM’s second component, the change 
signature. Researchers of the DLM contended that a leader develops with experience a 
unique and personal approach to the practice of leadership.  This approach to leadership 
practice is the change signature.  
 
In a review of the literature, educational researchers identified six leadership paradigms 
including 14 subcategories. Theoretically, the DLM change signature could apply to 
educational leadership within all of the 20 leadership paradigms. 
  
The leadership paradigms include: 
(1) instructional 
(2) transformational with the subcategories of 

2a. charismatic 
2b. visionary 
2c. cultural 
2d. empowering 

(3) moral with the subcategories of  
3a. democratic 
3b. normative-instrumental 
3c. political 
3d. symbolic 

(4) participative with the subcategories of 
4a. group 
4b. shared 
4c. teacher 

(5) managerial/strategy with the sub category of  
5a. organizational and  

(6) contingency/styles with the subcategories of 
 
 
 

 252



Texas Tech University, Ricardo Molina, May 2011  

Component #2: (continued) 
 
6a. problem solving 
6b. craft/reflective. 

 
7. Which three of the leadership paradigms or subcategories best represents your 

change signature?  Provide an example for each. 
 
Component #3: In the third component of the DLM, researchers suggested that informed 
leaders employ multidimensional views (optics) of leadership to situations when making 
decisions.  Researchers emphasized that leaders simultaneously view leadership 
situations with three theoretical lenses: strategic lens, political lens, and cultural lens. 

 
8. Can you recall a leadership experience where you might have viewed a leadership 

situation through the three lenses?   
 
Application, Evaluation, and Synthesis--The Distributed Leadership Model (DLM): 
 
The following questions incorporate your synthesized and evaluative viewpoints of the 
DLM’s application to your leadership practice. In the first component, you shared you 
views and examples about the four leadership capabilities (visioning, relating, 
innovating, and sensemaking). In the second component, you elaborated on the change 
signature and associated educational leadership paradigms. Additionally, you identified 
three paradigms in your leadership practice: 
__________________________________________.  Finally, in the third component 
(optics), you discussed the three theoretical lenses (cultural, political, and strategic) and 
shared an applicable leadership experience. 
 

1. What possible benefits do you envision in applying the DLM to your leadership 
practice and with other leaders in you school? 

 
2. What professional development or other experiences related to the research on the 

DLM would benefit you and your leadership team? 
 

Interview Questions--The Heart Smart Organizational Diagnosis 
Questionnaire and The Heart Smart Organizational Diagnosis Model: 

 
This leadership study included the administration of The Heart Smart Diagnosis 
Organizational Questionnaire (THSODQ) to your faculty.  The THSOQ measures 
attitudes and perceptions of individuals regarding their organization with 70 Likert Scale 
items.  The Heart Smart Organizational Diagnosis Model (THSODM) has ten variables  
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Interview Questions--The Heart Smart Organizational Diagnosis 
Questionnaire and The Heart Smart Organizational Diagnosis Model: 
(continued) 

with seven items each.  The variables are structure, culture/heart, leadership, motivation, 
communication, decision-making, conflict resolution, goal setting & planning, power 
distribution, and attitude toward change. 
 
On a scale from 1 to 7, with 1 the lowest rating and 7 the highest rating, rate THSODM 
variables in regarding your school?  Can you provide an example for each? 
 

1. Structure   Rating ____  Example 
 

2. Culture/Heart   Rating ____  Example 
 

3. Leadership   Rating ____  Example 
 

4. Motivation   Rating ____  Example 
 

5. Communication  Rating ____  Example 
 

6. Decision-Making  Rating ____  Example 
 

7. Conflict Resolution  Rating ____  Example 
 

8. Goal Setting & Planning Rating____  Example  
 

9. Power Distribution  Rating____  Example 
 

10. Attitude toward Change Rating____  Example 
 
 
Application, Evaluation, and Synthesis--Link between the Distributed Leadership 
Model (DLM) and The Heart Smart Organizational Diagnosis Questionnaire 
(THSODQ) and The Heart Smart Organizational Diagnosis Model (THSODM) : The 
following question incorporates your synthesized and evaluative viewpoints of the DLM 
and its posited application to THSODQ and THSODM. 
 
1. What suggested application do you envision between the DLM and THSODQ and 

THSOSM to your leadership practice and with other leaders in your school? 
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Researcher’s Contextual Biography 
Ricardo Molina, B.S.E., M.Ed., & Ed.D. 

 
Family Educational Background 

 
I was the first of five children from a Hispanic family to begin school in 1955.  

Both of my parents (Jose Isabel and Maria Luisa) were not high school graduates but 
would later complete a GED.  My siblings (Alejandro, Jose Luis, Maria Christina, and 
Jose Jr.) and I would graduate from high school.  Jose Luis, Maria Christina, and I would 
earn college degrees.  In 2004, I would begin work on a doctorate degree in educational 
leadership and complete it in 2010. 

 
Experience: Elementary School Student 

 
My educational journey began as a non-English speaker and first grade student in 

Scared Heart Catholic School (K-6, 160 students) located in Edinburg, Texas.  Edinburg, 
the county seat of Hidalgo County, is in the lower Rio Grande Valley of south Texas 
approximately 90 miles north of the Mexican border.  Edinburg’s population was 
approximately 58,000. The racial makeup was about 88% Hispanic, 10% White, and 3% 
African American. 

I was excited and nervous about beginning elementary school.  I soon realized 
that you did not speak Spanish, my native language, in the classrooms.  Therefore, I 
began the arduous journey of learning to speak, read, and write English.  Fortunately, I 
had patient and caring teachers that motivated me.  My confidence and proficiency in 
English improved each year.  My teachers emphasized daily silent and oral reading and 
writing.  However, spelling proved to be my nemesis.  In desperation, I initially tried to 
learn how to spell by memorizing the sequence of letters of words instead of applying 
phonics.  With persistence and excellent English teachers, I would overcome the spelling 
deficit while in junior high school.  I fondly remember Mr. Compton, my seventh English 
teacher/football coach, who accelerated my spelling skills with phonics and a memorable 
firm ultimatum, “Learn to spell or else!” 

My educational world changed dramatically in 1959.  For employment purposes, 
my parents moved our family 500 miles north to Olney, Texas.  Olney is a rural 
community of approximately 3,900 people with a racial makeup of 81 % Anglo, 15% 
Hispanic, and 4% African American.  Olney is located about 100 miles south of the Ft. 
Worth, Texas.  Our family was one the first Hispanic families to establish residency in 
Olney.  Most Hispanics prior to us were migrant workers. Furthermore, the Olney 
Independent School District (OISD) segregated African American students by busing 
(approximately 80 miles round trip) them to Wichita Falls.  The students attended Booker 
T. Washington School. 

Olney Elementary School was my first time to experience public school and as a 
minority student in the fourth grade.  Again, I was fortunate to have master teachers that 
were caring and experts in their teaching field.  Mrs. Jackson, fifth grade teacher, 
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impressed me by her kindness and correctly pronouncing my name.  She placed a priority 
on recognizing students’ achievements and rewarding students (e.g., certificates, verbal 
praise, etc.).  In the fifth grade, Mrs. Wickman stirred my interest in teaching.  I found 
her teaching approach engaging, unique, and multi-faceted.  Mr. Sherman, sixth grade 
teacher and first male teacher, motivated me to read.  He provided incentives such as road 
guard duties, movie passes, snacks, and prizes for completing a reading list.  Mr. Sneed, 
principal, also emphasized reading and provided incentives.  I found him to be 
approachable and supportive. 

 
Experience: Junior High School Student 

 
Junior high school (grades7-8) was eventful in those adolescent years.  Seventh 

grade was most challenging.  I failed Texas history with a grade of 69.  This would be the 
last class I would ever fail.  I attributed my lack of motivation to the disorderly 
environment of the classroom, the teacher’s instructional style that prevented me from 
seeing the relevance of the subject matter, and not connecting with the teacher as I had 
done with my previous teachers.  Furthermore, for the first time, I had a fight in school 
and encountered bulling associated with racism.  Fortunately, most all of my peers were 
accepting and protective.  None of my teachers tolerated racist behavior.  Additionally, 
Mr. Whitaker, the principal, was a firm and equitable person that I could count on if I 
needed help.  He assisted my family and made home visits to check on us.  My interest in 
teaching continued to increase as I developed a great liking for school.  It was during this 
same time that my father proudly earned his GED.  

In my eighth grade year, 1962-1963, the superintended, Mr. Charles Mitchell, 
called for an assembly of junior and high students.  He informed us that OISD would 
integrate the schools by permitting African American students to attend school beginning 
in the fall.  Previously, the students endured 80-mile daily round bus trips to Wichita 
Falls, Texas, to attend a segregated school, Booker T. Washington.  Wichita Falls is 
northwest of Olney and has a population of about 104,000.  At this moment, I begin to 
comprehend segregation as a negative exclusion of others solely based on race.  In years 
to come, I would benefit from a diverse student body and culturally enriching 
experiences. 
 

Experience: High School Student 
 
From 1964-1968, I attended Olney High School (OHS) grades 9-12 with an 

enrollment of approximately 200 students.  I became more aware of the meaning and 
value of an education.  I learned the significance of grade point average, honor roll, and 
college readiness.  My mother would earn her GED during this time. 

In 1964, the OISD complied with federal civil rights laws by admitting African 
American students for the first time.  Desegregation elevated my cognizance for equity, 
democracy, access to quality education, and value for diversity.  I responded by assuming 
leadership roles.  I participated in the Student Council, was elected student body vice-
president, took part in the debate team, joined the Future Farmers of America 
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parliamentary procedure team, and was captain of the track team.  I followed-up on my 
interest in teaching by joining the Future Teachers of America and Spanish Club. 

In OHS, I encountered for the first time standardized testing with the Preliminary 
Scholastic Aptitude Test (PSAT) and Scholastic Aptitude Test (SAT).  I found these tests 
foreign and strangely formulaic.  Quality counselors were lacking to explain what the 
scores meant and what I could do to improve.  Instead, a counselor and former coach 
advised me to consider seeking a vocational trade and not apply to enter college.  The 
counselor’s advice temporarily created self-doubt.  I wondered how many other students 
had encountered similar counseling. 

My resolve prevailed since attending college was unquestionably at the forefront 
of my post high school goals reinforced by my parents.  I was determined to model for 
my siblings and extended family that I could earn a bachelor of science in education 
degree. 

OHS had great teachers including Mr. Lowe, the principal who encouraged me 
and reinforced the importance of college.  I learned for the first time the importance of 
leadership and organization as I observed Mr. Lowe perform his duties.  I perceived him 
as my previous principals, a committed person of high integrity that I could trust.  He was 
approachable, always willing to help, and advocated for students.  However, one school 
tradition that was troubling and demeaning was the annual auction of freshmen male 
students as slaves to upper classmen for a week.  The sale was a fundraiser for the senior 
class trip.  From this experience, I learned the importance of student input and parent 
involvement. 

 
Experience: University Undergraduate Student 

 
I graduated from OHS in 1968 as a member of a senior class of 38 students and 

first Hispanic graduate in school history.  In the fall of the same year, I enrolled at 
Midwestern State University (MSU) in Wichita Falls with a student population of about 
3,800 students.  My first year at MSU was the most challenging as I transitioned from 
high school.  I learned the importance of the self-discipline, time management, planning, 
and extending my study time.  My interest in reading paid benefits helping me plow 
through numerous textbooks and reading assignments.  I learned the value of the library 
and improving my writing skills.  The lack of technology such as today’s computer 
laptops made writing laborious via a manual typewriter.  Additionally, I learned the 
significance and value of experiencing life in university community.  I began to 
appreciate the academic environment. 

At MSU, I majored in education with secondary teaching fields in history and 
government.  My student teaching experience at Iowa Park High School, a school with 
about 300 students, was rewarding.  I was fortunate to have a master supervising teacher. 
My teaching assignment was world history and ironically, Texas history.  My experiences 
with my students were enjoyable and reinforced my decision to pursue teaching.  I was 
the first Hispanic student teacher at the school. 

Students reflect the make-up of society, which can present challenges to a teacher.  
I would learn this profoundly through experience.  In this instance, my supervising 
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teacher had left me in charge of an 11th grade class and stepped-out for a moment.  A 
white male student became non-compliant despite my directives for him to quiet down 
and pay attention.  When I addressed his behavior one-on-one, he responded angrily with 
a racist comment directed at me.  For a moment, the student’s response caught me off-
guard.  The other students gasped and said nothing.  After controlling a surge of anger 
within me, I directed the student to leave the class and report to the principal’s office.  
The situation escalated when my supervising teacher returned to the classroom and 
learned about the situation.  After the principal administered corporal punishment to the 
student and brought him back to the classroom to apologize to me, she flew into a rage 
and kicked the student in his shins.  At that moment, I learned the importance of placing 
such unforeseen developments in a professional perspective, managing the situation 
equitably, holding students accountable for inappropriate behavior, and seizing the 
situation as a teachable moment of tolerance and relating to my students. 

My senior year was the most enjoyable as I was recipient of a scholarship from an 
anonymous donor that helped me pay for my college tuition and books.  I graduated with 
a Bachelor of Science in Education (B.S.E.) degree in May of 1972 and as one of the 
university’s first Hispanic graduates.  Reaching this goal opened the next doorway in my 
education journey.  I was ready, excited, and certified to teach. 

 
Experience (10 years): Public School Teacher, Coach, and Graduate School 

 
I signed a contract with the Lubbock Independent School District (LISD) to begin 

teaching in the fall of 1972.  LISD is located in Lubbock in the panhandle of Texas with 
an estimated population of 199,564 people.  The racial makeup was 72.87% White, 8.6% 
African American, 0.56% Native America, 1.54%, Asian 0.03%, Pacific Islander, 
14.32% from other races, and 2.01% from two or more races.  Hispanic made up 27.45% 
of the population. 

My military obligations to the U. S. Army Reserves and basic training delayed the 
start of my teaching career until February of 1973.  This was during the U. S. conflict in 
Vietnam.  Prior to the beginning of my military basic training at Folk Polk, LA, I did 
substitute teaching in Olney ISD.  It was a gratifying experience returning to my home 
school district and teaching along side with some of favorite teachers and principals.  
Ironically, I encountered the counselor who previously advised me to forgo college.  This 
was a profound moment as I realized the significance of a high school diploma and 
college degree. 

After completing the military basic training, I signed a contract with LISD to 
teach eighth grade social studies at Struggs Junior High School (grades 7-8) located in 
east Lubbock.  The school’s 250 students were predominately African American and 
Hispanic.  Mr. Brown, an African American principal, introduced me to the faculty by 
stating, “We finally have one, a Hispanic teacher!” 

I taught at the school for five years.  By baptism of fire, I learned in my first three 
years survival skills in working in a school culture consisting of low socioeconomic 
students from diverse settings.  Despite the early set backs and challenges, I enjoyed 
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teaching my students.  At Struggs, I was fortunate to have had great mentor teachers, 
counselors, and principal.  One of my mentors was an African American counselor, Mrs. 
Donaldson.  I extended my knowledge about African American culture, equity, relating, 
discipline, communication, planning, organization, and the importance of teamwork.  
Additionally, I had an opportunity to start a tennis program for the school and thus 
entered the coaching fraternity for the next ten years that also included football, 
basketball, and track.  

I began to develop teaching artistry and great confidence in the fourth and fifth 
years.  More importantly, I was making sense of the curriculum, innovating teaching 
strategies, and formulating a vision of where I wanted my students to be so they could 
successfully transition to the next grade. 

In 1978, the United States Department of Education (USDE) armed with a federal 
judicial desegregation order closed Struggs Junior High.  The change process was 
difficult and stressful with what seemed a nebulous future.  However, I realized that the 
decision was in the best interest of students in the pursuit of civil rights and equitable 
educational opportunities. 

I requested to teach at Dunbar High School.  LISD did not approve my request. 
Instead, my teaching journey continued in the fall of 1978 with an assignment at 
Matthews Junior High School (MJHS) in north Lubbock.  MJHS had enrollment of 
approximately 800 students, 90% or more were Hispanic and low socioeconomic.  My 
experiences at the school revived childhood cultural memories.  Speaking Spanish in the 
school was the norm.  For the next four years, I continued to improve my teaching and 
coaching skills.  

Mr. Garza, principal, and Mr. Gonzales, assistant principal, influenced and 
encouraged me to enter school administration.  In 1980, I enrolled in graduate school at 
Texas Tech University and began working on my master’s degree in education and mid-
management certification.  In addition, 1980 was the first year for the Texas Assessment 
of Basic Skills (TABS).  Afterwards, in the summer of 1982, I would earn my degree.  
Similar to my experiences at Struggs Junior High, the USDE with a desegregation order 
closed MJHS in 1982 and converted it to a seventh grade school. 

In August of 1982, I began my tenth year as a teacher and coach at Mackenzie 
Junior High School located in west Lubbock.  Unlike Struggs and Matthews, Mackenzie 
was a predominately white and middle to high socioeconomic school with 550 students.  
Similar to the two previous schools, I truly enjoyed the students and staff.  The school’s 
atmosphere was unlike Struggs and Matthews.  For the first time I saw the influences and 
cultural differences of students with a predominately middle and higher socioeconomic 
background.  This experience reinforced my goal to instill in students the value for an 
education and its long-term benefits.  In addition, I learned from Mr. Andress, the 
principal, the importance of leadership with an emphasis on instruction. 
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Experience (10 years): Public School Assistant Principal and 
Associate Principal 

 
My teaching and coaching ended when the Board of Trustees named me assistant 

principal at Evans Junior High School (EJHS) in the fall of 1983.  EJHS was similar to 
Mackenzie except that we had over 1000 students.  It is located in southwest Lubbock. 
My first year as an administrator was similar to my first year in teaching, a learning year.  
As a novice administrator, I learned the ends and outs of implementing a school wide 
discipline plan, scheduling, bus duty, supervision, game manager, and working with 
teachers.  However, the tens years of teaching and coaching experience proved to be 
invaluable in working with the members of the school community.  Additionally, in 1986 
this was the first time that I experienced the Texas Educational Assessment of Minimum 
Skills (TEAMS).  

Under the mentorship of two principals, Dr. Downum and Mr. Nell and an 
assistant superintendent, Mr. Weaver, I began to develop a variety of change signatures 
or leadership strategies.  My five years at Evans prepared me for the rigorous demands of 
high school administration.   

In 1988, I completed my course work for the superintendent’s certification at 
Texas Tech.  Additionally, as an assistant principal, my educational journey took me to 
Lubbock High School (LHS) in central Lubbock, a magnet school with a diverse student 
body.  This was my first high school assignment that included close to 1,700 students, 
100 teachers, and an administrative team of 5 counselors, one associate principal, two 
assistant principals, and the principal.  Mr. Williams, the principal had over thirty-five 
years of experience.  I learned how to manage a large high school.  In 1991, he retired, 
and I had the opportunity to work for the first time under the supervision of a minority 
female principal, Mrs. Mediano.  She gave me the opportunity to advance to the position 
of associate principal.  Her leadership philosophy and teaming approach at times was 
contentious as changes occurred.  I was fortunate to experience the USED Blue Ribbon 
School process and award for LHS.  However, I also experienced the frustration of losing 
students as dropouts with most of them Hispanic.  In 1990, Texas Education Agency 
(TEA) rolled out the Texas Assessment of academic Skills (TAAS). 

 
Experience (11 years): Public School Principal 

 
In June 1993, after ten years of teaching/coaching and ten years as an assistant 

and associate principal, I accepted with great anticipation the leadership call from Dr. 
Moses, Superintendent. I would return to east Lubbock as principal and open Dunbar 
Junior High School (DJHS).  The leadership charge was to develop a unique science 
magnet program. Superintendent Moses, another mentor, later served as Texas 
Commissioner of Education and superintendent of the Dallas Independent School 
District.  Furthermore, the thought of pursuing a doctorate degree in educational 
leadership began to emerge. 

Ironically, DJHS was opening because of the controversial closing of Dunbar 
High School (DHS) due to a desegregation order and agreement between LISD and the 
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USDE in federal court.  The closing of DHS had an unsettling impact on the community 
that transferred to DJHS.  However, the contentious atmosphere motivated the leadership 
team as we planned to open the DJHS and the magnet program.  As a team, we were 
determined to demonstrate that despite the challenges associated from the low 
socioeconomic and poverty status of our students, the students would learn and achieve 
like any other students elsewhere. As principal, I learned the importance of recruiting 
quality teachers, implementing an aligned curriculum, and securing the resources for 
achieving the school mission. 

Opening DJHS as a magnet and Title I school was professionally challenging and 
a most memorable experience for the leadership team.  Title I schools receive federal 
funds if the school population has a minimum of 50% low socioeconomic students. At 
DJHS, the USED classified 95% of the students as low socioeconomic.  In the first year, 
LISD projected 350 students to enroll, however 550 registered in the first week.  Five 
additional new and unhappy teachers from other schools joined the faculty.  Fortunately, 
we had a supportive central office and school community that helped us with the 
transition.   

We worked tirelessly to permeate the school culture with positive experiences for 
our diverse student body (45% Hispanic, 40% African American, and 15% white 
students).  Additionally, we had to prepare the faculty and the students to meet the 
challenges of TAAS accountability.  DJHS earned an “acceptable rating” from the TEA.  
However, the leadership team and I were not satisfied with the passing rates and school 
rating. 

In 1997, the acceptance of my application to The Principals’ Center Summer 
Institute at Harvard University profoundly expanded my knowledge of leadership and 
shared vision and mission for DJHS.  The two-week institute provided invaluable 
professional development and exchanges with other principals from across the United 
States and other countries.  

Four years later, despite the aforementioned challenges, in 2002 DJHS earned a 
TEA “recognized” school rating for exceeding the minimum 80% passing rate in the 
TAAS for all student groups in reading, English, writing, math, science, and social 
studies.  This accomplishment was a first for an LISD Title I junior high school.  Proudly, 
in my 11 years as principal, DJHS never received a “low performance rating.”  For me, it 
solidified the significance of committed leadership and collaborative teamwork in 
implementing research-based instructional strategies.  In 2003, TEA implemented the 
Texas Assessment of Knowledge and Skills (TAKS).  

 
Experience (7 years): Public School District Administrator 

 
In my 21 years of experience as a campus administrator, I had the opportunity to 

mentor five assistant principals that went on to become principals.  In May of 2004, I 
accepted a central office position in the Special Education Department.  I considered 
leadership critical to special education with the development of inclusion and 
accountability.  This change would provide valuable experiences as a central office 

 262



Texas Tech University, Ricardo Molina, May 2011  

administrator in supporting principals, teachers, and students.  I currently hold the same 
position in 2010. 

Reflecting on 39 years of experience and worked with seven superintendents, I 
view leadership as paramount in meeting the challenges that lay ahead.  Four 
accountability systems, TAKS, AYP, PBMAS, and SPP, present continuous challenges to 
Dr. Garza, Superintendent, and the LISD leadership team.  Additionally, in the horizon 
loom the State Assessment of Knowledge and Skills (STARR) and End-of Course Exams 
(EOC) beginning in 2011-2012.    

  
Epiphany in Narrowing a Topic of Study in Educational Leadership 

 
The aforementioned experiences underlie my topic of study in educational 

leadership.  In the summer of 2004, I decided to seek a doctoral degree (Ed.D.) at Texas 
Tech University.  In collaboration with Dr. JoAnn Klinker, dissertation chair, I 
envisioned the study’s focus would be on distributed leadership related to the Distributed 
Leadership Model (DLM).  The study’s purpose focused on the DLM’s application to the 
principals, assistant principals, and teachers for meeting the challenges associated to 
accountability systems and the required rigor of leadership in public school.  The results 
of the study potentially provide researchers and school district with a conceptual tool to 
formulate actions plans for distributive leadership development that may improvement 
student achievement. 

 
Research Questions Leading towards a Dissertation Topic 

  
 With guidance from the dissertation committee (Dr. JoAnn Klinker, Dr. Fred 
Hartmeister, and Dr. Peggy [Peggie]Price), the study has three research questions 
associated to the DLM.  A quantitative inquiry via a questionnaire measured the 
perceptions of school faculties to determine strengths and areas of needed growth of 
leadership in their respective school.  A qualitative question centered on four cases 
studies and leadership teams including principals, assistant principals, and teachers.  The 
mixed-methods question generated inferences and implications regarding how can 
principals in collaboration with leadership teams and their faculties apply the DLM to 
practice distributed leadership and improve their schools. 
 

Methods of Answering the Salient Questions 

 
 A mixed-methods framework, the embedded design, was the methodology for 
answering the research questions.  The goal was to determine what discernable 
distributed leadership practices were evident in the application of the DLM.  By 
reflecting on my researcher’s experiences coupled with my educational experiences, this 
provided the foundation for elaborating results, making inferences, and recommending 
future research. 
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Vision 2011 and Beyond: Application of the Ed.D. in Public Education 
 

Prior to completing my dissertation, Dr. JoAnn Klinker and I authored an article 
regarding ethics and educational leaders. We submitted it for publication in a journal, and 
publication is pending.  Additionally, I presented a paper on ethics and leadership at a 
conference of the University Council for Education Administration (UCEA).  The 
experiences provided me with valuable insight to higher education networking, academic 
writing, and publishing. 

I envision applying my Ed.D. degree in a variety ways. This includes consulting 
with school district leadership teams, designing leadership development, and providing 
leadership coaching.  I have interests in higher education, research, publishing, and 
networking with other researchers, and government entities related to public education.  
My experiences with the Ed.D. program at Texas tech University enriched my knowledge 
based. This includes opening new dimensions for leadership development for improving 
instruction and student achievement beyond accountability systems. Finally, I will recruit 
graduate students to the educational leadership doctoral program. 
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