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 The purpose of this study was to investigate the perceptions of Texas principals as to the 

degree to which their local school districts are meeting their ongoing professional development 

need.  The study was conducted to analyze and describe the survey and interview responses of 

Texas principals as to their perceptions of the degree to which their local school districts provide 

learning experiences aligned with their needs.  Texas principals’ perceptions regarding the 

characteristics of important and meaningful professional learning experiences were explored.  

The study included an analysis of the extent to which Texas principals perceive that the learning 

opportunities they are provided adequately meet those needs.  Additionally, various factors 

influencing principals and their perceptions were examined.  These factors included type of 

school, school setting, school system size, characteristics of students, and characteristics of the 

principals.  The perceptions of school district staff development administrators were analyzed 

regarding topic importance, topic provision by the local district, and the usefulness of those 

topics.  Finally, the perceptions of the principals and the staff development administrators were 

compared.   

 Thirteen school districts participated in this study.  Of the 273 principals surveyed, 155 

completed the survey, yielding a return rate of 56.8%.  One campus principal from each of the 13 

districts was interviewed.  Additionally, 13 district staff development administrators were 

surveyed and interviewed.  Data analysis produced several findings.  First, as a whole, principals 

rated the importance of each of the 22 proposed professional development topics at or above the 

important level.  However, the degree to which local school districts provided training on those 



topics varied according to the size of the district and the setting of the campus.  Second, the 

relationship between the professional development provided and the quality, or usefulness, of 

that school district’s training was considered strong for several of the 22 topics.  Finally, 

principals and staff development administrators agreed on several characteristics of successful 

professional development efforts.  This study’s findings offer implications for campus principals 

and school districts striving to meet the individual, campus, and district needs for professional 

development.  
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CHAPTER 1 

INTRODUCTION TO STUDY 

 Ongoing professional development for teachers has become an issue of national, state, 

and local interest in the last 20 years.  Numerous professional organizations, national and state 

agencies, and independent research groups have declared the importance of such ongoing 

professional development in order to equip teachers to meet the needs of an increasingly diverse 

population of students in an era of heightened accountability.  The research base is growing in 

the area of teacher professional development in a variety of settings on a variety of topics (Frase 

& Hetzel, 2002; Lawler, 2003; Wayne, Yoon, Zhu, Cronen, & Garet, 2008; David, 2009). 

 Ongoing professional development for current campus administrators has not enjoyed the 

same interest in the last 20 years.  According to Shipman, Topps, and Murphy (1998), “the 

professional development needs of school leaders have been ignored or undervalued for far too 

long” (p. 2).  While it has acquired attention in the last decade from the same national 

professional organizations, national and state agencies, and independent research groups 

lobbying for increased teacher development, few people appear to be listening.  Even local 

school districts have not been giving administrator professional learning the attention it needs 

(Seyfarth, 2005).  However, the campus principal faces many of the same challenges as his or 

her teachers when it comes to the changing needs of the students served and the increasing 

demands of national, state, and local accountability for student outcomes (Hall & Harris, 2008; 

Richardson, 2000).  Additionally, campus principals are required not only to manage the school 

but also to lead instructionally and foster shared leadership and professional learning throughout 

their campuses (Howell, 1981; Shen & Crawford, 2003).  Most campus principals, even those 

who have completed preparation programs within the last few years, have not been prepared for 

many of these demands in those programs (Schainker & Roberts, 1987).  Research in the area of 
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professional development for campus leaders has been slim (Caldwell, 2001; Daresh & Playko, 

1992; Dunbar & Monson, 2011; Snyder & Giella, 1987).  While there is a growing arena of 

research on principal preparation programs, research on programs that meet the ongoing needs of 

current building principals has been very limited (Fleck, 2008; LaPointe & Davis, 2006).  

Finally, most research studies in the areas of principal professional development have been small 

and focused on singular topics, such as technology training (Chebbi, 2005), portfolios (Schwartz, 

2005), and assessment centers (Pankonien, 2005; Slack, 2003).  Little research has been 

conducted on principals’ perceptions of their needs and their abilities to access professional 

development in those areas from their local school districts (Haar, 2002; James, 2002; Noguchi, 

2005). 

The Changing Role of the School Administrator 

 The roles and responsibilities of the school principalship have changed dramatically in 

the past 40 years (Billot, 2003; Fleck, 2008; Hallinger, 1992; Leithwood, 1987; Shen & 

Crawford, 2003; Vogel, 2009).  Unfortunately, previous roles and responsibilities have not been 

replaced by new ones.  Instead, more have been added (Cooley & Shen, 2003; Noguchi, 2005; 

Richardson, 2000).  The school principal of the 1960s and 1970s was primarily focused on 

management issues and running a tight ship.  The job of the school principal was to hire good 

teachers, leave them alone to teach, control student discipline, interface with concerned and 

angry parents, handle paperwork and reports due to the central office, and make sure the facility 

was running smoothly (Howell, 1981; Leithwood, 1987; Shen & Crawford, 2003). 

 In the 1980s school principals began to feel the pressure to become “instructional 

leaders.”  This new role gave principals the responsibility of monitoring the instruction on 

campus and supporting and intervening with teachers when needed (DuFour, 1999; Ginsberg, 
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1988; Kahan, Byrd, & Drew, 2008; Snyder & Giella, 1987; Spanneut & Ford, 2008).  It required 

principals to gain new knowledge about teaching and learning in a variety of content areas, not 

just the one in which they taught, as well as techniques for working with a variety of teachers to 

improve teaching and learning (Andrews & Soder, 1987; Cawelti, 1982; Howell, 1981; Johnson, 

2008; Sparks, 2000b).  However, the previous responsibilities of hiring teachers; managing 

student discipline, public relations, and paperwork; meeting reporting requirements; and 

maintaining the campus general facility did not disappear from the principals’ radars (Hallinger 

& Murphy, 1987). 

 In the 1990s and 2000s principals found a new expectation for their roles and 

responsibilities which included functioning as an organizer and facilitator of teachers’ 

professional learning communities (Harris, 2007; Mohr, 1998; Schwartz, 2005; Severnet, Ward, 

Williamson, & Seikaly, 2008; Smith, 2005).  New role demands required principals to master 

collaborative communication techniques, shared decision making and leadership, and the skills 

required of a an expert facilitator (David, 2009; Foley, 2001; Lee, 1993; Phay, 1997). Many 

organizations began to show the link between principal effectiveness and student outcomes 

through principal efforts to increase teacher effectiveness (Weiberg, Sexton, Mulhern, & 

Keeling, 2009). Research studies have found strong leadership has a greater impact on teacher 

retention than teacher salaries (Farkas, Johnson, & Foleno, 2000). Additionally, the principal’s 

role in creating and maintaining the culture of the campus and expectations for that culture 

returned to the forefront in the descriptions of campus leadership roles and responsibilities 

(Norris, 1994; Palmer, 2008; Sparks, 2003b).  These new roles and responsibilities did not take 

the place of those expected during the previous decades; they merely added to the list of ongoing 

expectations. The National Association of Secondary School Principals (2005) reported: 



4 

The role of today’s principal is so vast and complex that the thought of adding one more 
thing to the mix can seem daunting. A principal is expected to be an instructional leader, 
a facilities manager, a budget analyst, a personnel supervisor, a creative problem solver, a 
student disciplinarian, and on and on. (p. 8) 

 
 Within the mix of demands on the principalship over the previous decades, schools and 

school districts found student demographics changing, faced changes in federal and state 

expectations, and struggled to survive in the 21st century culture (Cooley & Shen, 2003; 

Pankonien, 2005; Roy, 2008b).  These three factors combined to add to the already overflowing 

plate of the campus principal.  One major change was an increased focus on dropout rates 

concerning those rates’ impact on student discipline and students’ diverse needs.  Suddenly, 

students who would have previously chosen (or been encouraged) to drop out of school were 

required to stay in school until graduation (Bottoms, 2007; Bunce, 2001; Rubenstein, 2006).  It 

was during this time that schools were required to provide a free and appropriate public 

education to millions of students with disabilities who had been excluded from public education 

in the past (Tirozzi, 2001; Zellner & Erlandson, 1997).  Another shift occurred as increasing 

numbers of students began arriving at school unable to speak English, and many of them were 

considered undereducated, even in their native language (Mann, 1998; Vogel, 2009).  

Technology, for all the wonders it had created for instruction in the classrooms and productivity 

in the school office, had brought with it a host of problems inherent with faceless 

communication, both for students and adults (Abbasi & Hollman, 1993; Boris-Schacter & 

Vonasek, 2009; Phay, 1997).  Standardized student testing had moved beyond the college 

preparation assessments of old.  A host of federal and state requirements brought high-stakes 

testing to public schools and with the testing process in place, students were next required to pass 

the assessments in order to advance to the next grade level and graduate from high school 

(Cooley & Shen, 2003; LaPlant, 2001; Sparks, 2004; Tirozzi, 2001).  Additionally, school 
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leadership has found its way onto most major school reform agendas.  However, while people 

have connected school leadership and the turnaround of failing schools, great uncertainty as to 

the exact steps these efforts should take remains (Wallace Foundation, 2012).  These were a few 

of the new pressures faced not only by teachers across the country but also by the building 

administrators who were leading them.  

 These changing roles and responsibilities as well as the increasing demands for high 

achievement for all students have greatly added to the knowledge set required of campus 

administrators in public schools (Contich, 2006; Goodwin, Cunningham, & Childress, 2003; 

Peterson & Cosner, 2005).  These changing expectations for school administrators - from 

program manager to instructional leader to transformational leader (Hallinger, 1992) - have 

increased the nature of the skill set required for success in these positions.  Principals, as the 

“central source of leadership influence,” (Wallace Foundation, 2012, p. 4), deserve opportunities 

to obtain the skills to enable them to thrive in the ever-changing educational environment (Yan 

& Ehrich,2009). Kimball, Heneman, and Milanowski (2007) consider ongoing learning for 

school leaders to be essential and as the “pivotal element in highly functioning school systems” 

(p. 11).  While university and other principal preparation programs are changing to prepare for 

the new demands their students will face, a question has been raised as to whether or not current 

principals are being provided the ongoing inservice learning opportunities needed for remaining 

prepared and effective (Daresh & Playko, 1992; Schainker & Roberts, 1987; Vogel, 2009).  

According to Zellner and Erlandson (1997), current, inservice principals will continue to face 

new problems and challenges as their roles and responsibilities grow.  Principals must continue 

to grow and learn throughout their entire careers in order to adapt to the ever-changing needs of 

both students and the schools that serve them (Educational Research Service Report, 1999). 
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Peterson (2001b) maintained, “it is crucial to provide high quality preparation programs for these 

principals. It is equally important for districts, associations, states, and other organizations to 

develop and offer carefully designed professional development programs over the careers of 

these leaders” (p. 3).  They must be afforded every opportunity to continue their preparedness for 

these inevitable role and expectation changes (Fleck, 2008). 

Purpose of the Study 

 The purpose of this study was to investigate the perceptions of a select group of Texas 

principals as to the degree to which their local school districts are meeting their ongoing 

professional development needs.  The study was conducted to analyze and describe the responses 

of the Texas principals surveyed as to their perceptions of the degree to which their local school 

districts are providing learning experiences aligned with their stated needs.  The study included 

an analysis of the extent to which Texas principals perceive that the learning opportunities they 

are provided are adequate for meeting that need.  Additionally, the study examined various 

factors influencing principals and their perceptions.  These factors included type of school, 

school setting, school size, school system size, various characteristics of the school’s students, 

and various characteristics of the school principal.  Texas principals’ perceptions regarding the 

characteristics of important and meaningful professional learning experiences were explored.  

Staff development administrator perceptions regarding topic importance, topics provided by the 

local school district, and the usefulness of those provided topics were explored. Staff 

development administrator perceptions regarding the characteristics of important and meaningful 

professional development experiences were investigated. Finally, principal and staff 

development administrator perceptions were analyzed. Nine research questions were utilized to 
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investigate the principals’ perceptions and the various factors that might impact those 

perceptions. 

Research Questions 

1. What areas of professional development do Texas principals perceive are important? 

2. What areas of professional development are Texas principals receiving from their local 

school districts? 

3. What areas of provided professional development do Texas principals perceive are 

useful? 

4. What characteristics of professional development do Texas principals consider 

important and meaningful? 

5. What areas of professional development for Texas principals do district staff 

development administrators perceive are important? 

6. What areas of professional development are district staff development administrators 

providing to Texas principals? 

7. What areas of provided professional development do district staff development 

administrators perceive as useful for Texas principals? 

8. What characteristics of professional development do district staff development 

administrators consider important and meaningful for Texas principals? 

9. How do the perceptions of district staff development administrators align with the 

principals’ perception of staff development designed to accommodate their needs? 
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Definition of Terms 

Principal. The leader of the school.  Campus administrator and inservice administrator 

are considered terms synonymous with the term principal for the purposes of this study.  

Principal refers only to those leading a campus, not to those preparing to do so. 

Staff development. Any learning opportunity designed to improve effectiveness. 

Professional development and professional learning are considered terms synonymous to the 

term staff development. 

District staff development administrator. Any central office administrator charged with 

planning professional development for campus principals. 

Independent school district (ISD). The public school district within which the principal 

works.  

Regional Educational Service Center (ESC). Texas independent school districts are 

collected into regions. The Regional Educational Service Center provides a variety of services to 

the districts within their region, including professional development and consulting services. 

Significance of the Study 

 The outcomes of this study allowed those who provide ongoing professional development 

for campus administrators to make quality decisions regarding the programs that they create and 

provide.  It might allow Texas universities, Regional Educational Service Centers, and local 

school districts to structure their offerings based on the principals’ perceptions of those types of 

staff development experiences that are most beneficial and the content that appears to be most 

needed.  Smaller school districts, which might not be able to provide the range and types of 

learning experiences that principals need, might find through the collected information that they 

need to explore partnerships with other districts in order to provide what their principals need.   
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The outcomes of this study might lead to further research questions requiring 

investigation in the future.  These areas might include further examination of the ways to meet 

the needs of rural principals and the needs of those principals of very large campuses.  Finally, 

the outcomes of this study potentially add to the small, yet growing, body of knowledge 

regarding the professional development needs of current public school principals and how Texas 

principals and their districts find ways to meet those needs.  

Organization of the Study 

 Four additional chapters are included in the final dissertation to assist in exploring the 

staff development needs of campus principals in this study.  Chapter 2 includes a review of 

related literature.  Chapter 3 describes the research methodology, participants, procedures, and 

design utilized in this study.  Chapter 4 includes the results of the analysis of data and research 

findings.  Chapter 5 includes a summary of findings, research analysis, conclusions, and 

recommendations for local school district practice as well as further study. 

Limitations of the Study 

There were some limitations associated with this study: 

1. Participants completed the self-report survey based on their own perceptions.  Self-

reporting can result in perceptions that might or might not be valid or biased. 

2. Individual survey items might have been interpreted differently by various participants. 

3. Extremely small school districts within the geographical area of the Region X and Region 

XI Educational Service Centers might not have provided staff development targeted to 

their campus principals, relying on the Service Centers for these opportunities instead. 
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4. The sample was limited to campus principals in Educational Service Center Regions X 

and XI in the North Texas area.  Results of the study might not be generalizable to other 

geographic locations within Texas or any other part of the country or world. 

Summary 

Campus principals find themselves in more demanding positions each year as the 

complexities of student and community demographics increase during an era of ever expanding 

state and national expectations and pressures.  Ongoing professional learning experiences, 

specifically tailored to the needs of campus principals, must be considered imperative in order to 

equip these leaders to be successful within these environments.  School districts are often the 

most equipped to identify the learning needs of these administrators and provide ongoing 

opportunities for improvement.  This study identified not only the staff development needs of 

campus principals but also the extent to which local school districts are providing those 

experiences at such a level considered useful.  
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CHAPTER 2 

LITERATURE REVIEW 

 Little research has been conducted regarding the professional development programs 

offered to inservice school leaders (David, 2009; Mann, 1998; Peterson & Cosner, 2005; Sparks, 

2000b).  The small body of empirical research regarding professional learning specifically 

designed for principals has been limited in focus. For example, several studies have examined 

specific topics of professional development for principals and their impact, such as technology 

integration (Chebbi, 2005) and campus continuous improvement for rural principals (Salazar, 

2007). However, the vast majority of literature available on principal professional development 

focuses on appropriate contexts and processes with discussion of important content.  

 First, this review includes criteria for quality professional development in general. These 

general criteria for quality lay the foundation for the contexts, processes, and content of 

professional development for all educators.  Second, this review discusses criteria for quality 

professional development specifically for principals.  Third, this review examines several typical 

contexts for principal professional development.  Fourth, this review discusses topics for 

principal professional development.  Finally, this review addresses some of the principal and 

school/school district characteristics that might influence the perceptions of principals regarding 

their district-provided professional development experiences.  

Characteristics of High-Quality Professional Development 

 The National Staff Development Council (2001) developed a set of attributes, or 

standards, for quality staff development.  These standards, written in conjunction with a number 

of organizations and experts in the field of staff development, consider all aspects of the staff 

development experience for educators of all kinds.  The 12 guiding principles are organized into 
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three overarching categories: context, process, and content.  The context standards include 

learning communities, leadership, and resources.  The process standards include data-driven 

decisions, evaluation, research-based programs, design, learning, and collaboration.  The content 

standards include equity, quality teaching, and family involvement.  Each are briefly reviewed in 

turn. 

Context Standards 

 Context standards refer to the environment through which new learning is to be 

implemented.  These standards address the organizational, cultural, and systemic structures that 

need to be in place for the staff development experience to be successful.  Successful learning 

contexts include learning communities, leadership, and resources.   

Learning communities refer to the needs of adults to learn in groups.  These groups can 

be of all sizes and be alike in format, such as all teachers, or diverse in format, such as a mix of 

teachers and administrators (Riel & Fulton, 2001).  These learning communities should be 

focused on identified goals for school and/or district improvement to be effective.  Learning 

communities are a long-term effort as groups meet frequently to solve common problems and 

identify new problems (Weiss & Pasley, 2006).  Leadership refers to the acknowledgement and 

support of district administration that staff development is important and includes the particular 

efforts meet district goals to improve student learning and performance (Elmore, 2000).  District 

leadership supports the understanding that the key to quality teaching and learning is high quality 

staff development with an expectation that participation in such activities must be a priority for 

all members of the learning community (Fink & Resnick, 2011).  Finally, resources refer to the 

commitment of the district to provide high quality staff development for its staff (United States 

Department of Education, 2001).  Resources include the time expended and such concrete 
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allowances as those for materials, speakers, travel, and substitute teachers.  The resource 

standard is met when a school district acknowledges that staff development is an investment in 

the future by improving teaching and learning for current and future students.  When the district 

funds staff development at a level commensurate with this investment mindset, resources are 

fairly assured (Gonder, 2006). 

Process Standards 

 Process standards refer to the methods used to design and deliver the staff development 

experience.  They include acknowledgement of adult learning theory as well as how staff 

development initiatives should be selected, researched, and evaluated.  Successful staff 

development addresses the process standards through data-driven decision making, evaluation 

techniques, research-based processes, design elements and learning strategies, and collaboration 

with others.   

Data-driven decision making involves the use of data from a variety of sources, 

including, but not limited to, student assessment data through standardized tests.  These data 

should then be analyzed to determine the priorities for staff development time and funds (Nichols 

& Singer, 2000).  Additional student data should be analyzed during the formative and 

summative assessment stages of the staff development experience itself.  The goal for data-

driven staff development is continuous improvement as evidenced through the collection of 

appropriate data at all stages (Gonder, 2006).   

Evaluation of staff development programs is crucial to ensuring that only high-quality 

programs are continued (Guskey, 1998).  There are two goals for the evaluation process.  First, 

the results should be used to continuously improve the quality of staff development offered.  

Second, the evaluation results should be used to determine whether or not the adult learning 
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experiences lead to the desired student learning outcomes (Peterson, McCarthey, & Elmore, 

1996).   

Research-based staff development includes two ideas.  First, any staff development 

program must be based on proven strategies of both adult and student learning (Moffett, 2000).  

Second, research in itself can be used as a staff development process for educators as they 

document the success and/or failure of new strategies utilized in classrooms (Gonder, 2006; 

United States Department of Education, 2001).   

The design of staff development is important as leaders select the learning strategies to be 

utilized in any offering (Weiss & Pasley, 2006).  The learning strategies selected must be 

congruent with the objectives at hand and aligned with the needs of the adult learner (Riel & 

Fulton, 2001).  The design must take into account the various levels of experiences of the 

participants.  Learning principles utilized in staff development must not only meet the needs of 

the adult participants but also mirror those strategies that district leadership desires to observe in 

quality classrooms (United States Department of Education, 2001).  It is vital that various 

learning modalities be addressed in any staff development experience so that adults with various 

strengths and personalities can maximize their participation (Sandholtz, 2002).   

Finally, collaboration is a crucial aspect of any staff development experience.  Adults 

need the opportunity to talk to one another and continue the dialogue after the workshop or 

seminar is complete (Gonder, 2006; Riel & Fulton, 2001).  This continued collaboration not only 

meets the social needs of the participants but better assures that the ideas presented are 

incorporated into everyday experiences by each educator (Barth, 2001).  
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Content Standards 

 The content standards refer to the material actually presented through staff development. 

These standards incorporate the knowledge and skills needed.  They are organized into equity, 

quality teaching, and parent involvement.  Equity relates to the idea that all students must learn at 

high levels every day.  In order to accomplish this task, emotional and physical safety issues 

must be addressed in addition to creating and maintaining supportive learning environments and 

having high expectations for all students.  Attention to students’ differences and needs can be 

addressed through the emphasis of equity (Calderon, 1997).  Quality teaching incorporates the 

administrators’ and teachers’ specific content knowledge as well as research-based instructional 

strategies designed to maximize student understanding of that content (Goble & Sousanis, 2010; 

Weiss & Pasley, 2006).  National and state content standards, in addition to assessment 

strategies, are incorporated in this standard (Carver, Steele, & Herbel-Eisenmann, 2010).  

Finally, family and community involvement is an area in which all educators need knowledge 

and skill (Epstein, 1995).  Learning to work with families of all types and backgrounds to form 

learning partnerships is an ongoing staff development need (Giles, 1998). 

 The standards for high quality staff development, as described above, deserve 

consideration in the planning of any staff development opportunity for anyone in the school 

community.  When more attention is given each of these standards, school districts gain 

increased assurance that the learning opportunities accomplish stated goals.  These standards, 

while generic in their nature, can be more specific as they relate to high-quality staff 

development for inservice school leaders and administrators. 
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Characteristics of High-Quality Professional Development for Principals 

 Principal participation in professional development is as varied as the school districts 

they represent and the programs created for these principals.  The time of building administrators 

is at a premium (Howell, 1981) due to the competing demands for their attention.  How then, 

does a school district ensure that the professional development experiences it offers to its 

building administrators are tailored to their needs and provide the most effective opportunity for 

making a positive impact on student learning?  Caldwell (2001) indicated that one strategy is to 

take the best elements of professional development targeted to teachers and further customize 

them to meet the needs of campus administrators.  Many of these elements are addressed in the 

previous section addressing the National Staff Development Council Standards (2001).  

According to the National Association of Secondary School Principals (2005), high quality 

professional development for administrators must mirror what is needed for teachers: targeted, 

collaborative, relevant, job-embedded, and collegial learning experiences. However, these 

elements can be further refined to provide the most benefit within the most cost-effective use of 

the administrators’ time.  

 Quality professional development for building administrators values the needs and 

experiences of principals (Braun & Carlson, 2008; Caldwell, 2001; Fleck, 2008; Lawler, 2003; 

Lee, 1993; Peterson & Cosner, 2005).  This type of development is accomplished through a 

comprehensive needs assessment (Daresh & Playko, 1992) which includes an examination of the 

district’s needs, the individual campus’ needs, and the principals’ perceptions of their needs 

(Bruce, 2006; Cawelti, 1982; Pritchard & Marshall, 2002).  Surveys and data analysis are useful 

tools in this process (Kahan et al., 2008), but these data sources are not the sole source of such 

input (Ross, 2000).  Direct principal participation in the development of collective professional 

development goals is imperative (Cawelti, 1982; Mohr, 1998).  Additionally, the involvement of 
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campus principals in the actual planning process is valuable (Bruce, 2006; Hoffman & Johnston, 

2005; McConney, Ayres, Hansen, & Cuthberston, 2003; Pritchard & Marshall, 2002; 

Wimpelberg, 2001). When professional learning plans value principal prior experiences, 

frustration on the part of the participants can be avoided (Yan & Ehrich, 2009).  

 Principal professional development must be based on the needs of the individuals 

(Garcia, 2003; LaPlant, 2001; Mann, 1998; Vogel, 2009).  While it is important to value the 

needs and experiences that the administrators bring to the staff development process, it is just as 

important that principals have the opportunity to express their own personal needs and decide 

which of those needs are most critical (Evans & Mohr, 1999; Fleck, 2008; Hoffman & Johnston, 

2005; Pritchard & Marshall, 2002; Sparks, 2003c; Simon & Newman, 2004; Wimpleberg, 2001).  

Staff development can take time away from the work that principals must do on their campuses 

(Evans & Mohr, 1999), so it is imperative to make sure that any program does not represent 

development for development’s sake (Cawelti, 1982; McConney et al., 2003; Roy, 2008b). Rick 

DuFour (2000) stated:  

Every staff member should be expected to develop an individualized professional 
development plan that establishes specific goals, demonstrates how those goals are 
related to his or her responsibilities and/or goals of the school or district, identifies the 
strategies and resources that will be used to achieve the goals, clarifies the timeline for 
completion of the plan, and specifies the criteria that will be used in assessing the 
individual’s success in achieving the intended goals of the plan. (p. 21) 

 

Seyfarth (2005) also advocates for principals to have individually designed professional learning 

plans and that those plans be both well-planned and strategic in order to meet both individual and 

campus needs. Supervisors need to work with principals in such planning much in the way that 

principals work with their teachers on their professional development planning (Butler, 2006; 

Johnson, 2008; Ross, 2000; Snyder & Giella, 1987). 
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 The topics chosen for principal professional development need to be selected carefully 

(Seyfarth, 2005). They must be timely (Daresh & Playko, 1992) as well as important (Pritchard 

& Marshall, 2002). There must be a balance of necessary legal and management issues with 

topics such as curriculum development, instruction, and assessment (Bunce, 2001; Sparks, 1993).  

A balance between theory and specific skills must be achieved (Duke, 1990; Mann, 1998; 

Sparks, 2000a).  Specific district initiatives, such as walkthrough training, must be balanced with 

individual needs and reflection on practitioner beliefs (Pritchard & Marshall, 2002; Schumacher, 

2007; Simon & Newman, 2004). Relevancy of professional learning content is critical (Murphy 

& Hallinger, 1987).  

 Professional development for school administrators needs include recognition of the 

social and emotional needs of principals (Sparks, 2000b).  These social and emotional needs can 

be met through collaborative work and networking.  Principals need to work collaboratively and 

not competitively (Mohr, 1998; Noguchi, 2005).  They need to be able to work with groups of 

practitioners (Evans & Mohr, 1999; Fenwick & Pierce, 2002; Roy, 2008b).  These groups can be 

as specific as those working at the same grade level of campuses from the same district or as 

diverse as a mixed group from all types of schools within a regional area (Lairon & Vidales, 

2007).  Networking is an extremely valuable staff development tool that can take place in a 

variety of formats (Braun & Carlson, 2008; Duke, 1990).  Additionally, professional 

development planners should allow for occasions in which principals are working with other 

principals with whom they enjoy spending time (Brumage, 2000; Mohr, 1998; Wong, 2004).  

Finally, professional development can serve to combat the loneliness of the job of the school 

principal (Contich, 2006).  
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 The structures of professional development for principals must include active 

participation on the part of the participants (Frase & Hetzel, 2002; Harris, 2007; Simon & 

Newman, 2004; Wayne et al., 2008).  The planning process must include opportunities for 

principals to engage in individual, small group, and large group settings with an expectation that 

full participation and engagement in the activities is required for maximum benefit of all 

(Fenwick & Pierce, 2002; LaPlant, 2001; Sparks, 2003a; Wong, 2004).  Good planning of 

professional development experiences might ensure high levels of engagement through 

principals’ interest and readiness (Mann, 1998; Pankonien, 2005; Richardson, 2000).  Attention 

to individual and group learning styles can improve participation (Lawler, 2003; Noguchi, 2005; 

Peterson & Cosner, 2005). 

 Principal professional development must be on-going in nature (Billot, 2003; Bruce, 

2006; Centolanza, 2006; Richardson, 2000).  On-going development can occur through inclusion 

of expansive topics that require periodic attention and learning groups that work together 

regularly on a variety of problems and topics (Blum, Butler, & Olson, 1987; Hoffman & 

Johnston, 2005; Takata, 2008).  Ongoing professional development depends on principals’ 

feedback and on adjustments made to such programs based on the evaluation of that feedback 

(Daresh & Playko, 1992; Sparks, 1998).  The development of learning opportunities with the 

intention of measuring outcomes over short-term or long-term intervals allows for the inclusion 

of both reflection and coaching (Mohr, 1998; Sparks, 2000a; Takata, 2008).  

 Reflection, the art of thinking upon one’s practice and developing alternatives to share 

and utilize, is an extremely worthwhile and time-consuming process (Centolanza, 2006; Fenwick 

& Pierce, 2002; Sparks, 2003a).  Reflection, however, is necessary to guarantee that participants 

gain the benefits the professional development process is intended to convey.  Coaching allows 
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participants to receive ongoing feedback as they reflect and practice new skills.  While time-

consuming and expensive, coaching is an extremely powerful tool for eventually seeing changes 

in administrator practice as a result of staff development programs (Fritz, 2006; Sparks, 2000b, 

2004).  

 The structure of principal professional development must be one that enables and 

encourages problem solving and risk-taking (Lawler, 2003).  According to Evans and Mohr 

(1999), principals must be pushed “beyond their assumptions” (p. 2).  Those charged with the 

task of providing development for principals must move principals out of their own comfort 

zones to areas in which they are challenged to confront the thinking of both themselves and 

others (Duke, 1990; Sparks, 2003b).  The answers to difficult problems come through such risk 

taking and the necessary confrontation between thinking and beliefs (Peterson, 2001a; Roy, 

2008b; Sparks, 1998).  Haar (2002) and Norris (1994) found that such confrontation between 

thinking and beliefs, if done with colleagues in an encouraging environment, provides the 

support and guidance that principals need to make true changes to their practices.  Evans and 

Mohr (1999) stated that, “new learning depends on protected dissonance” (p. 2), in their 

summary of important elements of professional development for principals.  Relationships and a 

safe environment are imperative for such dissonance to be protected and to result in powerful 

learning and change (Fenwick & Pierce, 2002; Sparks, 1993). 

 Professional development for principals must be job-embedded (Hoffman & Johnston, 

2005; Richardson, 2000; Roy 2008b; Sparks, 2000a; Wimpelberg, 2001).  Kahan et al. (2008) 

asserted that learning opportunities for principals must be related to the specific contexts and 

cultures within which they work.  Rick DuFour (2000), a leader in professional learning 

communities, claims that development for both teachers and administrators must be job-
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embedded in order to enhance the transfer of the newly acquired knowledge and skills from the 

learning setting to the implementation setting (Roy, 2008b; Wayne et al., 2008).  Additionally, 

job embedded development, when designed well, will naturally be based on authentic issues and 

problems (Contich, 2006; Fenwich & Pierce, 2002; Peterson & Cosner, 2005).  The well 

designed and embedded professional development process will enhance participant engagement 

in the process (Prendergast, 2004; Roy, 2008b).  Mohr (1998) studied the work of facilitated 

study groups and found that participants’ focus on actual issues, contexts, and problems enables 

them to apply theory to their own practices (Mann, 1998; Wong, 2004).  

 Professional development for building administrators must model methods for 

development that the principals can then implement on their own campuses (Hallinger, 1992; 

Stein-Stover, 2006).  Facilitated professional learning communities are an example of such a 

model (David, 2009; Lee, 1993; Roy, 2008b).  Principals not only benefit from working within 

an ongoing learning community of other campus administrators, but they also benefit from 

participating in a learning structure that they can replicate on their own campuses (Goodwin et 

al., 2003; Hall, 2008; Schwartz, 2005).  Moving from theory to implementation to the authentic 

practice of ongoing learning communities is an important experience for principals before they 

can successfully design professional learning for their own faculty members (Frase & Hetzel, 

2002; Gray & Bishop, 2009; Kahan et al., 2008).   

Visiting other campuses and classrooms is another staff development option for both 

principals and teachers that has been gaining momentum in the leadership literature (Kahan et 

al., 2008; Lairon & Vidales, 2007; Larry, 2006; Rodriguez-Campos, Rincones-Gomez, & Shen, 

2005; Takata, 2008).  However, principals must have the opportunity to experience such campus 

visits and engage in learning-oriented walkthroughs with their colleagues before they can start 
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classrooms walkthroughs with their teachers (Pankonien, 2005; Schumacher, 2007; Sparks, 

2000b).  

 Sparks (2000a) claimed that it is time for school districts to make principal development 

a priority: 

The development of principals cannot continue to be the neglected stepchild of state and 
district professional development efforts.  It must be standards-focused, sustained, 
intellectually rigorous, and embedded in the principal’s work day.  Nothing less will lead 
to high levels of learning and performance for all students and teachers. (p. 1) 
 

While the emphasis in organizations has been on teacher development, the outcomes of such 

development can be limited unless school leaders are simultaneously developing and improving 

in their leadership skills. 

Critique of Typical Contexts of Professional Development for Principals 

 Professional development for current building administrators has typically taken one of 

several different forms.  Each of these forms has positive and negative attributes regarding the 

guidelines and standards for staff development.  These guidelines and standards include principal 

participation in the planning process, relevancy for the practitioner audience, active participation 

from the participants, quality control, convenience, and depth of content learned (Daresh & 

Playko, 1992). 

Context – University Coursework 

 One type of principal professional development context is that of enrolling in the 

traditional university course for credit (Fenwick & Pierce, 2002).  While this is a staple in 

principal preparation programs, many principals rely on this type of arrangement for their 

continued growth and education (Hall & Harris, 2008; Roy, 2008b).  Simon and Newman (2004) 

discuss the growth opportunity for administrators in teaching university classes as opposed to 
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simply taking a class.  This type of professional development is not the most prevalent use of the 

university course as a developmental tool since many more administrators take such classes than 

teach them.  One of the advantages of utilizing university courses for individual professional 

development is the existing structure.  This established structure can lend a degree of quality 

control to the learning experience (Daresh & Playko, 1992), even though there are a number of 

disadvantages in the use of university credit courses for ongoing learning and growth.   

First, there are few, or no, opportunities for the participants (i.e., the course students) to 

participate in the planning of the learning experiences (Fenwick & Pierce, 2002).  The syllabus is 

well established before the course begins.  Second, most university credit courses involve large 

amounts of passive participation (Lawler, 2003).  Much of the communication in these situations 

is one-way from the professor to the students (Wayne et al., 2008).  Third, there might be limited 

relevancy for the practicing administrator (Peterson, 2001a).  While most university courses 

focus on theory and global issues, most practitioners need more practical applications to the 

topics than those offered within the traditional classroom (Fleck, 2008; Shen & Crawford, 2003).  

This lack of practical application, in turn, might lead to the fourth concern (Daresh & Playko, 

1992).  This final concern regards the limitations of university credit courses to lead to long term 

solutions for the problems faced by campus administrators (Peterson, 2001a; Roy, 2008b).  “In 

short, university courses are excellent ways for participants to earn degrees, satisfy scholarly 

curiosity, or meet state certification requirements.  As long-term solutions to the need for more 

effective forms of administrator inservice education, however, they are quite limited” (Daresh & 

Playko, 1992, p. 144). 
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Context – The Institute 

 Another common platform for administrator staff development is the institute.  Common 

names for institutes include workshops, seminars, conferences, and conventions (Seyfarth, 

2005).  These events are readily available to principals throughout the school year and summer 

and provided by a variety of sources (Daresh & Playko, 1992; Simon & Newman, 2004; 

Wimpelberg, 2001).  Professional organizations (i.e., Texas Association of Secondary School 

Principals, Texas Elementary Principals and Supervisors Association, etc.) often sponsor events 

each summer (Halbleib, 2005). Additionally, topic specific conferences are available year round 

from national organizations such as the Association for Supervision and Curriculum 

Development and the National Staff Development Council.  In fact, many practicing principals 

use such organizations and conferences to continue their own learning (Martin & Papa, 2008). 

Many local school districts offer administrator workshops and seminars throughout the school 

year and summer (David, 2009; Rubenstein, 2006).  Such institutes and workshops, regardless of 

the professional development provider, are the most common format available to principals and 

tend to be popular with current administrators (Halbleib, 2005; Larry, 2006; Mann, 1998; 

Morman, 2001; Simon & Newman, 2004).  Nationally principals report high access to these 

types of opportunities with 95.2% reporting attendance at such an opportunity within the last 12 

months in research conducted by Darling-Hammond, LaPointe, Meyerson, and Terry-Orr (2010). 

Topics addressed at institutes can be quite limited, as in the case of a single topic workshop, or 

quite expansive, as in the case of a national conference.  These workshops and seminars tend to 

have short durations ranging anywhere from a part of a day to a week and represent isolated 

training events.   

There are several advantages to such institutes.  One advantage is that the structure lends 

itself to dealing with issues of immediate concern and relevance (Mormon, 2001).  A second 



25 

advantage is that institutes are convenient for principals due to their brief duration and the 

multitude of choices from which principals can select (Rodriguez-Campos et al., 2005; 

Wimpelberg, 2001).  Finally, institutes can generally be designed quickly by a sponsoring group 

which holds the necessary expertise, whether a professional organization, state agency, or local 

school district (Halbleib, 2005). 

 There are disadvantages to the institute approach to principal professional development.  

First, the brief duration of an institute does not allow for in-depth coverage of important topics 

(Halbleib, 2005; Pankonien, 2005).  While a workshop on a particular topic provides the 

introductory information that principals need immediately, discussions of long-term implications 

and solutions can be cut short due to time constraints (Rodriguez-Campos et al., 2005).  Second, 

such workshop settings tend to be limited to one-way communication from the presenter with 

little to no interaction from the participants (Frase & Hetzel, 2002; Kahan, Byrd, & Drew, 2008; 

Sparks, 2003a).  Third, there is often little to no participant involvement in the planning piece, 

which can lead to a quality control problem (Fenwick & Pierce, 2002; Halbleib, 2005).  Finally, 

ongoing dialogue and follow up are not a hallmark of institutes and workshops (David, 2009; 

Rubenstein, 2006). As Daresh and Playko stated in 1992, “indeed, there is rarely a question of 

whether or not one can find a workshop.  Rather, the more appropriate question appears to be 

whether or not one can choose the correct learning experience” (p. 149). 

Context – Inservice Academy 

 Another popular format for principal professional development is the inservice academy.  

This structure is often chosen by large school districts, local education agencies, or state 

departments of education and might or might not be conducted by an outside group or company 

(Bruce, 2006; Daresh & Playko, 1992; Snyder & Giella, 1987; Vogel, 2009).  These inservice 
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academies typically occur over multiple days and often continue throughout a school year 

(Caldwell, 2001; Snyder & Giella, 1987).  Inservice academies are usually optional, or self-

selecting, in that principals choose whether or not to participate (Noguchi, 2005; Ross, 2000; 

Schainker & Roberts, 1987; Sparks, 1999; Zellner & Erlandson, 1997).  Additionally, these 

learning opportunities are typically supported by a strong commitment from the superintendent, 

school board members, and the central office staff (Daresh & Playko, 1992; Schainker & 

Roberts, 1987; Zellner & Erlandson, 1997). One advantage to the inservice academy structure is 

its likelihood to be relevant to local needs and targeted to the local district administrator, as is the 

case with the Maryland Professional Development Academy, the Des Moines Administrative 

Academy, and many others (Snyder & Giella, 1987).  In fact, the content of an academy is 

usually based on periodic needs assessments from both individuals and the district (Bruce, 2006; 

Garcia, 2003; Ross, 2000; Takata, 2008).  Many school districts have undertaken such in-service 

academies in an effort to provide professional learning particularly tailored to the district, 

campus, and individual needs of their principals (Pitner, 1987). 

 There are several disadvantages to the inservice academy structure for professional 

development (Daresh & Playko, 1992).  First, academies are typically quite expensive to design 

and implement (Zellner & Erlandson, 1997).  Second, the provider is often an outsider with a 

limited understanding of the individuals’ and the districts’ needs (Hoffman & Johnston, 2005; 

Lee, 1993; Vogel, 2009).  Third, most of the communication utilized in an inservice academy 

can be one-way in nature, with little discussion that includes the participating administrators 

(Hallinger & Murphy, 1987; Mann, 1998).  Finally, little attention is paid to finding long term 

solutions to the complex problems at hand (Snyder & Giella, 1987; Spanneut & Ford, 2008; 

Wong, 2004). 
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Context – Networking 

 Networking is another common structure for principal professional development (Daresh 

& Playko, 1992).  This approach is typified by individual principals connecting with other 

individual principals to collaborate about concerns and effective practices (Fenwick & Pierce, 

2002; Larry, 2006).  This collaboration can take place across the district or across the country 

with every opportunity available in between (Fleck, 2008; Hoffman & Johnston, 2005).  The 

individual participants are in complete control of their learning in this networking structure, 

which can be as formal or informal as the participants desire (Mohr, 1998).  Rooney (2009) 

found “most ‘principaling’ takes place in isolation. Principals desperately want to talk to one 

another – to find they are not alone, to be affirmed in their work, and to discover the courage to 

persevere” (p. 88). One of the advantages of networking is the principal’s opportunities for 

building long-term relationships.  Second, networking promotes multidirectional communication.  

No one person is giving all the information in a true networking situation (Wong, 2004).  Third, 

participant involvement is high once the networking relationship is established (Phay, 1997).  

Finally, the topics of discussion and collaboration are directly related to the concerns of the 

principals involved.  This timely discussion of pertinent topics can lead to powerful problem 

solving (Haar, 2002; Rodriguez-Campos et al., 2005; Snyder & Giella, 1987). 

 There are disadvantages to the networking structure (Daresh & Playko, 1992).  One such 

disadvantage is the ripe opportunity for networking sessions to dissolve into social gatherings 

with little discussion and collaboration on important topics (Schumacher, 2007).  A second 

disadvantage is the possibility that the relationships will be so informal that membership will 

change often with little opportunity to build lasting, productive relationships.  A third 

disadvantage can be the lack of appropriate expertise within the networking group.  Fourth, 

without a leader, a networking relationship can stall (Schumacher, 2007).  Finally, the fact that 
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the individual principal is responsible for their own assessment of needs and growth can, in 

itself, be a disadvantage within a district attempting to bring some cohesion to its administrative 

group (Lairon & Vidales, 2007; Sparks, 1999). 

Context – Study Groups 

 Study groups are another structure that organizations have used to provide professional 

development for their current principals.  This structure is usually characterized by groups of 

principals examining and studying particular topics (Glanz & Neville, 1997; Simon & Newman, 

2004).  Study groups facilitate movement to conversation and collaboration and replicate the 

groups being seen in teacher staff development (Goodwin et al., 2003; Mohr, 1998).  The study 

group structure is characterized by the following attributes: (a) relatively small size with a 

facilitator, (b) carefully constructed agendas, (c) established norms and protocols, and (d) a 

decreased emphasis on judgment (Caldwell, 2001).  One of the advantages of the study group is 

the involvement of principals in a professional learning community experience (Fritz, 2006; 

Mohr, 1998; Schwartz, 2005).  Such an experience is essential for principals attempting to 

implement professional learning communities on their own campuses (Centrolanza, 2006; 

LaPlant, 2001; Pankonien, 2005).  A second advantage is the shared accountability among the 

members of the study group (Evans & Mohr, 1999).  Principals usually have input on the 

learning agenda and are often involved in the grouping of individuals (Hoffmann & Johnston, 

2005; Roy, 2008b).  There is little wasted time, and principals can practice giving and receiving 

feedback from their peers (Cawelti, 1982; Roy, 2008b).  Finally, learning is enhanced through 

listening to other points of view (Haar, 2002; Peterson & Cosner, 2005; Vogel, 2009). 

 One significant disadvantage to study groups is the time commitment required over the 

long term (Mohr, 1998).  Another disadvantage is for small school districts since several 
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principals are required for a study group (Kahan et al., 2008).  A facilitator is needed in order to 

make study groups truly effective (David, 2009; Scarborough, 2008).  Finding an appropriate 

individual, someone with the necessary facilitative skills as well as regard for the participants, 

can be a significant challenge (Lawler, 2003; Lee, 1993).  Finally, membership changes as topics 

change which can periodically hinder the overall cohesion of the group (Daresh & Playko, 1992; 

LaPointe & Davis, 2006).  

Context – Coaching 

 Coaching is another context for principal professional development.  This particular 

format has been used as follow-up for other types of training.  However, it is growing in 

popularity as a professional development opportunity and has become distinguished from 

advising (Schumacher, 2007).  Professional development through coaching has a number of 

advantages.  First, coaching provides support for ongoing implementation of campus initiatives 

involving principal leadership and relies on the unique characteristics of each principal and the 

specific campus that he or she serves (Glanz & Neville, 1997; Schumacher, 2007; Van Tulder & 

Veenman, 1989).  Second, coaching allows for flexible scheduling as it can be arranged around a 

principal’s other campus and district obligations and meetings (Mann, 1998; Peterson & Cosner, 

2005).  Third, coaching is highly personal as the structure is typically one-on-one.  This personal 

structure allows the coached and the coach to determine the areas of focus and the arrangements 

for their work together (Kahan et al., 2008; Sparks, 2000a).  Fourth, the coaching relationship 

allows for the modeling of behaviors sought after by the individual and the organization (Lee, 

1993; Peterson & Cosner, 2005; Sparks, 2000a; Vogel, 2009).  Finally, coaching builds 

important relationships within a job often fraught with isolation and loneliness (Contich, 2006; 

Morman, 2001). 
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 Coaching does have some drawbacks.  First, given the highly personal and one-on-one 

nature of the coaching relationship, a good fit between the coach and the coached is imperative 

(Braun & Carlson, 2008).  The success of this type of professional development is connected to 

the relationship between the coach and the coached (Fenwick & Pierce, 2002).  Second, 

extensive training of coaches is important in order to prevent coaches from reverting back to the 

more comfortable role of advising (Schumacher, 2007).  Finally, the investment of time and 

money for coaching can be extensive (Johnson, 2008; Mann, 1998; Peterson & Cosner, 2005; 

Rodriguez-Campos et al., 2005). 

 The particular context of the professional development experience for principals is not as 

crucial a decision as those surrounding follow-up and reflection. opportunities to reflect and 

follow-up on that reflection are critical to the success of coaching in order for campus leaders to 

internalize what they have learned and to apply such lessons to their current situations (Pritchard 

& Marshall, 2002; Roy, 2008b).  Furthermore, the context of the professional development 

experience should be determined by the topics needing to be explored (Evans & Mohr, 1999).  If 

poor choices are made regarding the target areas for development, then the context utilized for 

those development efforts will not matter (Cawelti, 1982).  

Target Areas for Principal Professional Development 

 Principals’ needs for professional development are as varied as the principals themselves.  

The review of the literature has illuminated a number of needs common to principals.  While all 

principals employed in Texas do not need development within each of these topics, many would 

find potential for growth in most of the topics listed below.  Appropriate topic areas for 

principals’ professional development are discussed in the following subsections. 
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Changing Federal and State Accountability Standards 

 Changing federal and state accountability standards have become a norm for campus 

administrators.  While in the role of instructional leader, the campus principal must be able to 

communicate high expectations for students while understanding and explaining the newest 

information about federal and state expectations to faculty and parents (Rodriguez-Campos et al., 

2005).  Such changing federal and state accountability standards, based on high-stakes testing, 

remain a moving target.  While Lyons and Gooden (2007) found that experienced principals do 

have a better understanding of state and federal accountability standards than those who are new 

to the profession, the accountability systems are always changing. Campus leaders must 

understand how these changes impact their campuses, teachers, and students. These changing 

trends in accountability are one of the most pressing issues for school administrators (Shipman et 

al., 1998).  According to Tirozzi (2001), this difficulty is magnified by the constant changes in 

school demographics that most principals face.  Vogel (2009) reiterated the need for ongoing 

professional development for campus administrators, for it is this ongoing development that 

provides what principals need to know to keep up with the ever changing demographic demands.  

Finally, Sparks (2004) refers to these accountability standard challenges as important for 

professional development, especially in order for principals to move beyond the singular 

mentality of raising test scores for all students without consideration for the diversity found in 

each classroom.  

Legal Issues 

 Legal issues have been identified as an appropriate topic for principal professional 

development by a variety of researchers and commentators.  Cawelti (1982) identified it as a 

standard topic for administrator staff development within a framework of “Components of 
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Training for Effective Leaders.”  Necessary topics should include personnel issues, special 

education issues, accountability issues, and issues regarding student liability (Cawelti, 1982).  

Morman (2001) documented the need for continued professional development on various legal 

issues.  The participants in Morman’s study identified these legal development needs within the 

same areas of personnel, special education, accountability, and student liability.  Additionally, 

only 6.8% of the principals Morman surveyed found that their responsibilities within these areas 

had decreased within the previous years.  Bradley (2005) advocates for principals to have a broad 

knowledge of a number of legal topics that impact both students and teachers. Dodd (2010) 

delineates a more specific list, “….administrators must also know contract law, property and 

zoning law, tax law, election law, labor law, copyright law, tort law, and a myriad of other fields 

of law” (p. 3). In an ever increasingly litigious society, periodic professional learning 

opportunities for legal issues are obviously needed. 

Working with Parents of Diverse Educational, Economic, and Ethnic Backgrounds 

 Several authors and researchers have included working with diverse groups of parents as 

a new imperative for developing successful principals.  Cawelti (1982) asserted that 90% of the 

professional development topics generated by principals could be categorized as people 

problems.  Building consensus from a diverse group of stakeholders was considered a required 

skill of the contemporary administrator in 1982.  As the diversity of parents increases, the need 

for professional development in this area also increases.  Gerald Tirozzi (2001) discussed the 

changing demographics of parents and the need for principals to gain new skills in order to work 

with those parents effectively.  Understanding diversity and differentiating between modes of 

communication and linguistics would be valuable to today’s principal.  Mann (1998) included an 

understanding of the community and parental context for public schools as a necessity for 
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administrators’ professional learning.  Zellner and Erlandson (1997) referred to the inclusion of 

strategies for working with diverse parental stakeholders as necessary for principal professional 

learning.  In fact, they referred to gaining of such strategies as imperative for principals faced 

with the expanded mission of public schooling to include many social functions in an era when 

the diversity of parents and other stakeholders has increased challenges and expanded decision-

making to overflow beyond the schoolhouse door.  Vogel (2009) referred to the increasing 

diversity of parents as an area ripe for increased professional development as principals strive to 

keep up with current trends and prepare for future ones.  Finally, Harris (2007) investigated the 

practices of award-winning principals.  Harris found that leadership for diversity of both students 

and parents was a critical area for principals’ attention.  These award-winning principals 

identified leadership for diversity as a critical area for continued learning. 

Leading Learning for English Language Learners 

 Principals have been called upon to be instructional leaders since the 1980s (Sparks, 

2000b).  This role has expanded as accountability systems have grown to include more groups of 

students, including English language learners, requiring principals to become adept in leading 

teachers in the area of bilingual instruction (Cooley & Shen, 2003).  Tirozzi (2001) pointed out 

that the area of bilingual instructional leadership is not limited to elementary school 

administrators, as an increasing number of students enter middle and high school speaking 

languages other than English.  As early as 1982, Cawelti identified bilingual instructional 

leadership as an area for principal learning by recommending “flexible programming to 

accommodate a variety of student needs” (p. 325) and “confidence in instructional improvement 

strategies” (p. 325) as part of a list of vital skills for principals to obtain.  Finally, Pankonien 

(2005) discovered that all but one of her six case study participants identified bilingual and 
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English as a second language (ESL) education as one of the most critical learning needs within 

the overall category of instructional leadership.  

Leading Learning for Students’ Increasingly Diverse Ethnic Backgrounds  

 Whether or not students are learning English is only one example of the diversity seen in 

the public schools of the United States.  Ever-changing demographics of students include an 

increase in the diversity of students’ ethnic backgrounds (Tirozzi, 2001).  The impact is greater 

than that of students’ native language alone.  Differentiated learning must move to the norm, 

rather than the exception, of the instructional environment when the students in the classroom 

bring extremely varied experiences, family dynamics, and cultural values with them (Vogel, 

2009).  Schools with large populations of students from minority backgrounds often face more 

serious challenges with ensuring student academic performance as well as occasional difficulty 

in maintaining high expectations for all students’ achievement (Sparks, 2000b).  Many schools 

with high populations of ethnically diverse students face the challenge of lacking diversity within 

their teaching staffs (Cawelti, 1982; Tirozzi, 2001).  Teaching staffs rarely mirror the 

demographics of the students on their campuses.  In addition, campus administrators are 

increasingly called upon to make instruction relevant for a diverse student body (Zellner & 

Erlandson, 1997) and to lead the faculty toward greater understanding of the cultural differences 

they face within their classrooms (Rodriguez-Campos et al., 2005).  In short, principals must 

deeply understand the impact of ethnic diversity on the academic environment, know how to 

adapt policies and practices to meet the various students’ needs, and lead their teachers to the 

same level of understanding (Mann, 1998).  Diversity is a complicated issue that will only 

continue to grow and expand beyond the urban areas into the suburban and rural areas and will 

impact the professional learning needs of all principals (Rodriguez-Campos et al., 2005).  
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Response to Intervention Strategies and Techniques 

 Response to intervention (RtI) has moved beyond being simply the latest buzzword in 

education and has become the reality of professional practice within public schools.  RtI 

represents a bridge between general education and special education and must be implemented as 

a systemic initiative on any successful campus striving to meet the diverse learning and 

behavioral needs of all its students (Mann, 1998).  The National Association of Secondary 

School Principals considers RtI imperative for student success – at all levels of education 

(2005).While most administrators shy away from professional learning opportunities built upon 

the latest fads in education, RtI has moved into a more permanent category of educational 

practice (Mann, 1998).  More campus administrators need to be knowledgeable and enabled to 

lead teachers in the area of interventions (Mann, 1998; Pankonien, 2005).  Pankonien (2005) 

found in her case study of six principals that all but one indicated that one of their greatest 

perceived needs for professional learning was in the area of meeting students’ diverse needs and 

finding appropriate interventions when academic and behavioral needs were identified.  Crockett 

and Gillespie (2007) found that principals need to have strong knowledge with RtI, as both a 

federal mandate and as an instructional leader. Finally, Gray and Bishop (2009) documented the 

importance of increasing principals’ skills in developing targeted student interventions as one of 

the most needed areas for ongoing professional growth.  

Creating and/or Changing Campus Culture and Climate for Collaborative Learning 

 Rodriguez-Campos et al. (2005) found that the collaborative cultures of successful 

campuses require principals to operate with a different set of knowledge and skills.  Rodriguez-

Campos et al. determined that in such successful campus cultures, principals actually participated 

in professional learning with their teachers, a definite change from the status quo.  Mann (1998) 
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found that collaborative school cultures require ongoing development of the individuals, 

especially the leaders, as well as the organization as a whole.  The School Improvement in 

Maryland organization concluded that a key for continuous school improvement includes the 

principal’s ability to navigate the staff through the cultural shift to teamwork, collaboration, and 

the meaningful use of achievement and performance data (Severnet et al., 2008).  The Wallace 

Foundation (2012) found that a critical principal ability involves leading in a climate of 

collaboration. Spanneut and Ford (2008), while discussing the role of the school district 

superintendent in providing for ongoing professional learning of the principals, expanded on the 

ever-increasing need of the campus principal to balance the management of the campus with the 

ability to lead the faculty to true collaboration.  These skills must be taught, modeled, and 

experienced by principals in order to enable them to practice them on their own campuses 

(Spanneut & Ford, 2008).  Gray and Bishop (2009) placed emphasis on the need for principals to 

gain skills and experience with the leadership of collaborative teams and work groups. Leading 

professional learning communities, as a change from individual classroom performance to 

collaborative work around teaching and learning, became a new role for most principals, and it 

required the acquisition of teamwork skills and experiences as participants in such structures 

(Billot, 2003; Blum, Butler, & Olson, 1987; Kahan et al., 2008; Sergiovanni, 1984).   

Additionally, participating in ongoing professional learning communities served two 

purposes for campus administrators: (a) preparing them to have the skills necessary to lead such 

collaborative cultures; and (b) providing a valuable outlet for other topics of necessary growth 

and development (Bottoms, 2007; Sparks, 2000a, 2003b).  In fact, campus leaders’ inability to 

adapt to the role of leading in collaborative cultures could have drastic consequences for the 

organizations they lead (Abbasi & Hollman, 1993).  Goodwin et al. (2003) studied the changing 
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role of the secondary principal and found that while the building and leading of collaborative 

cultures led to principals’ stress, discomfort, and role conflict, it was in the building and leading 

of just such collaborative cultures that the principals were most satisfied with their positions.  

However, principals must be given the opportunities to acquire such knowledge and skills in 

order to successfully transform school cultures into those of true collaboration.  

Problem Solving Strategies and Tools 

 Roy (2008a) and Sparks (2003a) both emphasized that principal preparation programs 

focus more on management skills than the critical skills of leadership that principals need.  To 

that end, ongoing professional learning programs must provide opportunities for campus leaders 

to learn problem solving strategies and develop tools that allow participants to practice those 

skills with current problems.  Roy (2008a) further discussed that these learning and practice 

opportunities must be facilitated through teams of administrators working together to solve 

complex problems faced on the campus.  Principals became willing participants in professional 

learning if it was focused on their needs for problem solving strategies and tools that could be 

applied to current scenarios (LaPlant, 2001).  Only through ongoing learning opportunities using 

such newly acquired problem solving strategies and tools will campus leaders be able to meet the 

ever-increasing and changing demands of the contemporary schoolhouse (Severnet et al., 2008).   

Peterson (2001a) declared ongoing development as timely for the resolution of current 

problems and as critical to building leadership expertise for dealing with future problems.  

Peterson and Cosner (2005) considered one of the chief responsibilities for school 

superintendents to be ensuring their principals learn problem solving strategies and skills.  

Professional learning in the areas of problem solving strategies and tools must include an 

element of reflection (Braun & Carlson, 2008; Fenwick & Pierce, 2002).  Only through their 
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reflection on successful and unsuccessful outcomes of problem solving processes will principals 

truly become able to apply such skills to future problems (Contich, 2006).  Brumage, in a 2000 

study of mentoring relationships for secondary principals, found that reflective development to 

enhance decisiveness, independent thinking, and solving problems was among the top 10 needs 

expressed by her participants.  Unfortunately, these types of skills have not received as much 

attention as they should have in the past (Peterson & Cosner, 2005).   

Shared Leadership 

 Just as accountability for student outcomes has increased, so has the expectation that 

principals reach outside the schoolhouse to widen the group of stakeholders involved in decision-

making (Sparks, 2000b).  This process known as shared leadership must occur both within and 

outside the schoolhouse walls and has been cited by a number of researchers as a critical need for 

increasing principals’ skills (Wallace, 2012).  Zellner and Erlandson (1997) called on principals 

not only to include students, teachers, parents, and community members in the decision-making 

process but also to empower them to do so.  Mann (1998) found that principals should include 

both professionals and lay people in the decision making process.  Furthermore, Mann included 

shared leadership skills as one of five critical skills for campus administrator development.  

Harris (2007) reported that her research participants included sharing leadership with teachers 

and parents as one of the most important skills they have learned over the years.  Cooley and 

Shen (2003) included sharing schoolhouse decision-making and leadership with teachers as an 

imperative for principals in a time of heightened accountability demands.  Brown and Wynn 

(2009) found that shared decision-making and leadership development of teachers improved 

overall teacher retention and engagement with the organization. Finally, Abbasi and Hollman 

(1993) reported the sharing of decision-making and other areas of leadership led to lower levels 
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of resistance to change among teachers and staff.  Shared leadership, as an increased expectation 

of principals, is a ripe topic for ongoing principal professional development.  

Technology Tools Available for Administrators and for Classroom Instruction 

 Technology is one of the fastest moving targets in public education.  The ability to keep 

up with technological advances is a daunting task, even for the savviest of managers (Abbasi & 

Hollman, 1993).  However, with the number and breadth of technological options available for 

both instructional and management tools, it is necessary for campus leaders to keep abreast of the 

changing technology landscape (Fickes, 2011).  While Chebbi (2005) found no statistical 

difference in most of the instructional technology integration indicators between campuses that 

had a principal that participated in training with his or her teachers and those campuses that did 

not have a participating principal, Chebbi did find that principals had to be aware of the changes 

and be supportive in order to encourage implementation.  Instructional technology is an area 

often cited as an ongoing learning need for principals, more from the standpoint of awareness 

and the ability to support implementation as opposed to full utilization knowledge (Phay, 1997; 

Severnet et al., 2008; Tirozzi, 2001; Vogel, 2009).  Principals must be able to utilize the current 

technologies designed to increase office productivity, enhance data collection and analysis, and 

accommodate ever-changing accountability reporting requirements (Tirozzi, 2001; Severnet et 

al., 2008).  Protheroe (2005) found that campus administrator usage of technology for 

collaboration opportunities and building of individual knowledge led to greater implementation 

across the campus. Finally, principals must be familiar enough with technological advances in 

order to advocate for the 21st century learning needs of their students (Pankonien, 2005; Zellner 

& Erlandson, 1997).  Ongoing learning opportunities, as well as modeling and practice, are 
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necessary in order for campus administrators to stay current in the area of technology (Shipman 

et al., 1998). 

Campus Improvement Efforts 

 Every school campus should be in an ongoing state of improvement.  This argument 

becomes even stronger with the ever-changing demands on students, both through state and 

federal accountability systems and 21st century desired learner outcomes (Jacobs, 2010; Sparks, 

2003c).  Unfortunately, many principals try to focus at one time on too many areas for campus 

improvement.  This unfocused approach, combined with a lack of clarity on what effective 

campus improvement efforts look like, often results in a lack of campus improvement, just when 

our students need it the most (Knight, 2010).  Ongoing professional development for campus 

principals on campus improvement efforts must be in place in order for true campus 

improvement to occur (Tirozzi, 2001).  In a study of the professional development needs of rural 

principals, Salazar (2007) found that methods for continuous improvement were a high need for 

the participating principals with 59.5% finding it an important topic. The over-arching topic of 

campus improvement must include elements of culture building and changing, data analysis and 

understanding, and leadership strategies for ensuring the faculty responds positively to change 

and grows (Harris, 2007; Norris, 1994).  According to the Blue Ribbon Consortium on Renewing 

Education (1998), “If we could do only one thing to build school capacity, we would develop a 

cadre of leaders who understand the challenges of school improvement” (p. 35).  Improving 

instruction, another pillar of campus improvement, is considered a critical ability of campus 

administrators by the Wallace Foundation (2012). In fact, professional learning in the area of 

leadership for campus improvement efforts was found to be one of the top six categories of 

responses given by winning principals in Harris’ (2007) case study. 
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Guiding an Organization Through the Change Process 

 Once a principal identified the needs for campus improvement and began to change the 

culture to meet those needs, he or she often met resistance. Fullan, as quoted by the National 

Association of Secondary School Principals (2005), considers leading change as an invaluable 

skill. “The moral imperative of the principal (to lead) deep cultural change that mobilizes the  

passion and commitment of teachers, parents, and others to improve the learning of all students, 

including closing the achievement gap” (p. 8).  Leadership and management of the change 

process is a critical skill for any campus administrators and vital for the campus principal 

(Heifetz & Laurie, 1997).  Campus leaders need learning opportunities to reflect on the change 

desired and the process required to lead and manage that change (Palmer, 2008).  One study 

found facilitation of the change process to be a high priority learning need for principals as 

55.8% of the participants considered this area very important (Salazar, 2007).  In fact, “principals 

who desire significant changes in teaching, learning, and relationships within their school begin 

by making significant changes in what they think, say, and do” (Sparks, 2004, p. 1).  

Zimmeraman (2007) found change leadership as one of the most critical principal attributes, yet 

one that most principals lack true understanding. Gray and Bishop (2009), who focused on 

developing strong leaders, pointed to leading change in an organization as a critical component 

of professional learning for principals desiring to lead schools to high performance.  Haycock 

(2011) advocates for leaders to develop in the area of change processes as this allows them to 

truly honor their staff as they undertake transformation as an organization. This learning need for 

guiding organizations through the change process has been found to be an international need, as 

even secondary principals in New Zealand have listed it as one of their top four preferences or 

needs for ongoing professional development (Billot, 2003). 
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Management Skills, Including Planning, Organizing, Directing, and Supervision 

 Management skills are important for campus principals.  Through effective management 

principals are able daily to communicate their vision and mission for the school and to 

demonstrate leadership.  While most principal preparation programs include significant elements 

of management, most principals find that the reality does not match their preparation.  Johnson 

(2008) indicated that ongoing professional learning in the areas of planning, organizing, 

directing, and supervision are very important.   

Wimpelberg (2001) divided the important needs of principal learning into two broad 

categories and the managerial areas listed above fell squarely into Wimpelberg’s category of 

technical activities.  Wimpelberg further indicated that professional development opportunities 

cannot ignore these managerial needs as the needs can have significant impact on the leadership 

of the campus.  Even as long ago as 1982, Gordon Cawelti found management skills to be an 

ongoing learning need for principals.  Kahan et al. (2008) found that need has not changed in the 

past 30.  Unfortunately, these necessary management skills are an oft-ignored area of 

professional learning since the more flashy leadership programs are typically favored for 

principal professional development (Bottoms, 2007; Gray & Bishop, 2009).  As Phay indicated 

in 1997, a successful principal leadership learning program teaches the nitty-gritty management 

skills, which are necessary for ongoing principal success.  Weischadle (2007) considered the area 

of management to be critical in that strong management skills allow the principal to spend most 

of their time in the instructional leadership role. Ronney (2010) found that how a principal 

manages the organization speaks volumes to the staff regarding his/her core values, beliefs, and 

priorities. Managing difficult employees, including teachers, secretaries, and even the custodian, 

is a challenge for all principals (Eller & Eller, 2010). The Wallace Foundation (2012) found that 

“managing people, data, and processes to foster school improvement” (p. 4) is a critical ability 
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for principals. Therefore, a balance between management and leadership topics as part of 

principal professional learning should be required.  

Curriculum Development 

 Principals were, in most cases, teachers at one point in their careers.  However, it would 

be extremely unusual to find a principal who had taught all the subjects, grade levels, and 

courses that he and she is now charged with supervising (Sparks, 1999).  Professional learning in 

the area of curriculum development not only increases principals’ knowledge and understanding 

of various content areas, but it also increases principals’ knowledge and skills with the actual 

process of curriculum development and writing; activities that many principals find themselves 

leading (Yan & Ehrich, 2009).  Professional learning in the area of curriculum and instruction is 

critical in that the core responsibilities of school leaders are that of curriculum and instruction 

(Murphy & Hallinger, 1987).   

The National Association of Secondary School Principals advocated for school leaders to 

be fully invested in all aspects of planning, implementing and sustaining curricular and 

instructional initiatives and programs (2005).  The Maryland K-12 Education Department has 

emphasized the need for principal development in the areas of curriculum development (Severnet 

et al., 2008).  In Harris’ study (2007) of award winning principals in Texas, she found that 

curriculum and instruction learning fell into one of the top six categories of responses provided 

by the participants as critical.  Hallinger and Murphy (1987) placed curriculum development and 

coordination as one of the top responsibilities of campus principals and thus an area in which 

principals need further learning.  Louis Centolanza (2006) called for ongoing professional 

learning for principals in the areas of “cutting edge theory and best practices” (p. 9) for both 

curriculum and instruction.  Bunce (2001) confirmed this call to action by discovering that 
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principals in Virginia expressed high interest in ongoing professional development in all areas of 

curriculum, instruction, and assessment.  Finally, the Leadership for Excellence program, a 

successful, yet now-eliminated professional learning program for principals, included curriculum 

as one of its five strands of ongoing study (Blum et al., 1987).  

Staff Development Directions for the Campus 

 Tied in with campus improvement efforts, change processes, and curriculum and 

instruction development is the campus principal’s responsibility for leading the staff 

development  for the campus.  This represents another field of change as the research on 

successful staff development continues to grow.  What principals were exposed to in their 

preparation programs is not likely to be best current practice.  The National Association of 

Secondary School Principals (2005) advocated for principal knowledge in the area of 

professional learning for teachers as “there is a strong correlation between high-quality 

professional development and student achievement” (p. 6).  Tirozzi (2001) included campus staff 

development as one of the most important responsibilities of a principal and therefore an area for 

ongoing development.  Sparks (2000b) called for principals to grow in professional learning 

research and development.  Blank, Smithson, Porter, Nunnaley, and Ostoff  (2007) found that 

campus professional development based on student data was a critical planning component for 

the principal.  Johnson (2008) included this critical staff development planning element as part of 

both the leadership and management learning that principals need to acquire.  Weisberg, Sexton, 

Mulhern, and Keeling (2009) found that the failure to align student learning needs with teacher 

needs through strong professional development leads to poor student outcomes.  Principals must 

be able to align the two in order to properly utilize professional learning as a valuable resource.  

Stein and Nelson (2003) reported: 
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Similarly, principals must not only be capable of providing professional development for 

their teachers, but also have the knowledge, skills, and strength of character to hold 

teachers accountable for integrating what they have learned in professional development 

into their ongoing practice. (p. 425) 

Finally, this area of ongoing learning needs for campus principals is cited in the work of Cawelti 

(1982), Cooley and Shen (2003), Seyfarth (2005), and Knight (2011).  Administrator learning in 

the area of staff development for their teachers has been a documented need for almost 30 years.  

Making the Most of Shrinking Budgets 

 In 1982, Cawelti discussed the need for ongoing training for campus principals in 

budgeting matters.  Cawelti considered budget training to be one of the classic management 

functions of the principalship necessary for ongoing success.  Cawelti was concerned that 

principals need to be able to move beyond the basic allocation of resources to that of 

demonstrated flexibility in programmatic budgeting in order to meet the ongoing needs of the 

ever-changing student population.  Tirozzi (2001) advocated for ongoing training for principals 

in the area of resource management and allocation.  Tirozzi was concerned about the negative 

impact that an aging population can have on monetary resources available to schools as well as 

working creatively with a school district’s largest expense – personnel.  Seyfarth (2005) included 

understanding of personnel budgets, in terms of both efficiency and quality, to be imperative for 

campus principals. Billot (2003) agreed with the need for increased professional development for 

secondary principals in the area of financial management.  Billot’s research consisted of 

surveying principals and organizing focus groups with these principals, 98% of whom rated 

professional development on effectively and efficiently managing shifting financial 

circumstances and priorities as important or very important.  
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Consensus Building 

 Principals are increasingly called upon to share the leadership of their campus.  This 

requires knowledge of, and confidence with, various techniques for building consensus.  The 

need for such skills is not new.  In 1982, Cawelti wrote of the need for comprehensive training 

for all campus administrators to acquiring skills in consensus building with diverse groups 

people. Lindauer, Petrie, Leonard, Gooden, and Bennett (2007) found that consensus building 

skills were lacking in new principals, yet Severnet et al. (2008) reported that the skills in building 

consensus were among the most important indicators for effective campus leadership.  Foley 

(2001) interviewed campus principals regarding the collaborative structures they had built on 

their campuses.  These principals indicated that consensus building was valuable, since 61.5% of 

the principals interviewed considered it crucial for conflict resolution (Foley, 2001).  Finally, 

Harris (2007) conducted interviews with award-winning public principals to ascertain their “best 

practices.”  Two hundred practices were identified by these winning principals.  These practices 

included consensus building skills (Harris, 2007).  

Analyzing Student Data and Using the Results to Influence Both Instruction and School Change 

 As accountability systems have changed, so have the student assessments.  Additionally, 

more student data than ever before are available due to the technological advances and 

requirements for reporting that have been implemented during the last decade.  Data-driven 

decision making is referred to frequently as a need for ongoing professional learning for 

principals and teachers. Vogel (2009) contended that campus administrators must be able to 

utilize a variety of student data to plan for and lead school change.  Seyfarth (2005) cited data 

utilization for the purposes of instructional and staffing planning as a critical need for principals.  

Smith (2005) conducted research about the professional development needs of Nebraska’s 
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elementary principals and reported that the majority of the 116 principals surveyed indicated that 

analyzing student data and using the information with teachers to improve instruction was a 

need.   

Creighton (2001) also noted that the pre-service preparation of campus administrators 

does not prepare them for data analysis reporting requirements, therefore increasing the need for 

ongoing professional learning in this area.  Gray and Bishop (2009) analyzed the principals’ 

ability to analyze the available data and use the results to improve instruction as one of the skills 

most needing ongoing skill development for campus leaders.  Bottoms (2007) listed data 

understanding as a required skill both in instructional improvement and school change.  Sparks 

(2001b) coupled strong data analysis skills with strong collaboration skills as necessary 

components for instructional improvement.  In 2001, Sparks indicated that campus administrator 

skills with student data analysis were crucial to the success of new accountability systems.   

The Maryland K-12 Education Department (Severnet et al., 2008) viewed data analysis as 

including both understanding data sources themselves to the connections between assessment 

results and instructional improvement.  This same group included data analysis as an imperative 

for ongoing professional learning.  Finally, Centolanza (2006) indicated that the use of strong 

data analysis skills is imperative for moving schools forward and for approaching the new 

challenges that face school administrators every day. 

Research-Based Best Practices for Both Leadership and Instruction 

 The Leadership for Excellence Program, founded more than 25 years ago, considered 

research-based leadership and instructional practices so important for principals that it 

represented two of the five strands of professional learning offered (Blum et al., 1987).  While 

that program no longer exists, the importance of these strands has not diminished.  Sparks (1998) 
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considered ongoing professional learning in research-based best practices as a must for campus 

administrators desiring to stay current.  Cooley and Shen (2003) similarly indicated the need for 

campus principals to stay abreast of research in both leadership and classroom instruction.  Billot 

(2003) found the secondary principals surveyed in her New Zealand study indicated that best 

practices for leadership and instruction was one of the top four preferences or needs identified 

for professional development.  Smith (2005) found the elementary principals in Nebraska 

indicated that best practices were one of their top preferences for professional development.  

Centolanza (2006) advocated professional learning for campus leaders that allowed them to 

explore best practices in both the leadership and curriculum areas.  Bruce (2006) studied the 

relationship between provided training and principal perceptions regarding campus benefit.  The 

principals in her study described a close relationship between professional learning on 

identifying and using best practices and the success their schools were experiencing.  Waters and 

O’Meara (2007) found that principal leadership in the area of powerful and research-based 

instruction and leadership as critical to school and student success. Harris (2007), found that the 

award-winning principals she studied relied on research-based leadership practices and continued 

to seek out new learning in that area.  Another study found that principal professional learning 

communities must focus their efforts on applying best-practice research on the topics of 

leadership and instruction to the particular contexts within which the principals work (Kahan et 

al., 2008).  Finally, Gray and Bishop (2009) contended that school leadership does truly matter 

and principals need access to professional learning that allows them to explore the best research 

regarding leadership options.  
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Clear Communication Strategies 

 Sparks (2000b, 2001, & 2004) advocated for school districts to focus on the need for the 

professional learning of principals.  Sparks contended that what a principal says and does, when 

working with educators and non-educators alike, plays a large role in the direction of the school 

and continued learning is imperative in this area. “But, if leaders can’t talk about the what and 

the why of those practices in ways that inspire their staffs to action, they may change programs, 

policies, or chairs in classrooms, but they’ll never change people” (Haycock, 2011, p. 50). 

The Wallace Foundation (2012) included strong communication skills as one of the critical 

abilities for principals.  Grissom (2011) concluded that strong principal communication links to 

teacher retention and overall leadership quality.  Over 25 years ago, new communication 

strategies were viewed to be very important as the school community increased in diversity and 

shared leadership (Howell, 1981; Lee, 1993).  A more current design known as The Principal’s 

Partnership Program funded by the Union Pacific Railroad includes communication strategies as 

one of the most important, embedded learning strands for campus administrators (Hoffman & 

Johnston, 2005).  The School Leadership Institute of Texas A&M University included clear 

communication strategies as one of the 21 performance domains emphasized in ongoing 

principal professional development (Zellner & Erlandson, 1997).  

Examining Student Work as a Vehicle for Improved Leadership and Instructional Practices 

 Campus leaders must work with teachers to achieve improved outcomes for students. 

One of the most powerful strategies for this work is examining student work together.  However, 

principals with teaching experience in only a single subject area must have the skills to be 

confident in reviewing student work with teachers of multiple subject areas (Richardson, 2000).  

If provided in the necessary professional learning opportunities, principal leadership in the 
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examination of student work for improved instructional practices can be one of the strongest 

strategies for leading conversations about student outcomes, teacher learning, and accountability 

(Sparks, 2000b & 2001).  In Georgia, Morman (2001) found that 75% of the participating 

elementary and middle school administrators indicated strong growth in this area when exposed 

to professional learning opportunities.  Finally, Bruce (2006) found that principals involved in a 

particular training opportunity described a close relationship between their understanding of 

student work examination and their ability to successfully utilize the strategies on their own 

campuses.  

Creative Thinking and Asking the Right Questions 

 Creative thinking and asking the right questions are the hallmark of leadership in the 21st 

century (Wagner, 2008). Purposeful questions are not only a critical teaching tool, but a crucial 

leadership tool as well (Boerst, Sleep, Ball, & Bass, 2011). According to Norris (1994), “a leader 

needs to question current practice and determine if there are more creative ways to approach the 

issues” (p. 15).  Heifetz and Laurie (1997) asserted that creative thinking and asking questions 

are crucial skills for those leading organizations through change.  The School Leadership 

Institute at Texas A&M University included thinking and questioning skills as important strands 

in its planned learning opportunities (Zellner & Erlandson, 1997).  Evans and Mohr (1999) 

considered thinking and asking questions as essential elements of successful principal learning.  

Brumage (2000), through a study of mentoring for experienced secondary principals, found that 

one of the attributes of the successful mentoring relationship was the increased ability of the 

principals to be creative and to question the status quo within the safety of the relationship.  

LaPlant (2001) asserted that principals were ready to be creative thinkers and ask questions but 

in need of training for obtaining the necessary skills.  These creative thinking and question 
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asking skills are essential for principals to be equipped to solve problems and move public 

schools forward (Christensen, Horn, & Johnson, 2011).  The critical areas and topics fueling 

professional development for current campus administrators only continue to grow and change as 

the environment within the public schoolhouse continues to evolve and as the roles, 

responsibilities, and expectations of school leaders continue to expand (Cooley & Shen, 2003). 

Individual and School/School District Characteristics Influencing Perceptions of Professional 
Development for Principals 

 A few research studies have either directly or indirectly examined the influence that 

various individual and school/school district characteristics have on principals’ perceptions of 

their professional development.  In a 2006 study conducted in California, Bruce found a strong 

correlation between staff development activities offered by local school districts and principals’ 

perceptions of their schools’ successes in serving both low socioeconomic students and high 

socioeconomic students.  The staff development program studied in those schools included 

ongoing work with outside consultants over the course of a full school year.  Principals did 

report that this training model provided was more useful and led to greater implementation of 

their learning than previous district offerings focused on both workshop and conference models. 

 In another California study conducted in 2000, Greene reported that 94% of the principals 

responding believed that staff development was very important for their development as leaders.  

Only 46% reported that the learning opportunities provided by their own school districts were 

supportive and helpful, and 48% reported perceiving their school districts provided learning 

opportunities as inadequate to meet their needs.  

 Denson (2006) reported that the Michigan principals involved in her research perceived 

participation in staff development activities to be very important for their development as school 

leaders.  This perception occurred regardless of school district size.  Yet Denson did find a 
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statistically significant difference in the reports of instructional leadership development through 

staff development activities between principals in medium sized school districts (m = 2.72, sd = 

.62) and those in small (m = 3.39, sd = .47) or large districts (m = 3.35, sd = .56).  Specifically, 

principals in medium sized school districts found the staff development programs available to 

them less effective than those principals in small and large districts.  However, Denson found no 

statistically significant difference in the perceptions of principals in small and large districts.  

 In 2001, Bunce reported Virginia principals’ perceptions of the need for learning 

opportunities in the areas of curriculum, instruction, and student evaluation to be high, while the 

needs for school-district provided learning opportunities in the areas of philosophical 

foundations to be low.  Additionally, Bunce did not find any statistically significant differences 

in the perceptions of principals based on gender or level of educational attainment.  However, 

Bunce did find some differences in principals’ perceptions when examined by years of 

experience as principals, the school level served, and the geographic region of the state in which 

the school districts were located.  Limoges (2004) researched this need area in Rhode Island and 

found that principals’ perceptions of professional development strength, as related to improving 

their own leadership capacities, differed according to levels of education attainment, age, and 

years of experience as principals.  These diverse findings between geographic areas of the United 

States indicated a need for further research in these areas. 

Conclusion 

 In conclusion, while research in the area of professional learning for principals has been 

scant, many authors have commented on the importance of such professional learning.  Leaders 

in educational administration as well as professional learning have voiced concern that the 

school principal is constantly operating in a state of change and that the demands of the position 
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are ever increasing.  However, campus principals have differing needs based on their prior 

experiences, the schools they lead, and the challenges they are currently facing. The unique 

nature of the principal position, which is constantly expanding in complexity and demand, 

mandates the need for quality professional development with principal input on the options and 

topics that best suit their needs.  Principals must advocate for their own professional 

development needs based on their prior experiences and campus concerns. Many scholars, 

researchers, and educational leaders have contributed topics for such ongoing development and 

acknowledge that the list of knowledge and skills necessary for successful leadership of a school 

will continue to grow. Ultimately, however, it will be dependent on principal growth from a 

professional development opportunity that will determine whether or not a particular topic was 

successful in their leadership development.  
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CHAPTER 3 

METHODOLOGY 

 The purpose of this study was to investigate the perceptions of Texas principals regarding 

the degree to which their local school districts are meeting their self-determined, ongoing 

professional development needs.  The study analyzed and described the responses of the Texas 

principals who responded to a survey regarding their professional learning needs, the degree to 

which their local school districts provide opportunities for that learning, and the degree to which 

these provided opportunities are meeting their stated needs.  Principals’ descriptions of their 

most meaningful professional development experiences and the elements of those experiences 

that were meaningful were summarized for this chapter.  The participants’ descriptions of the 

characteristics of important and meaningful professional development were analyzed.  Various 

factors influencing principals and their perceptions were investigated as follows: type of school 

(elementary, middle, high, or other type of school), the nature of the school setting (urban, rural, 

or suburban), the size of the principal’s campus, the size of the principal’s school system, the 

economic characteristics of the principal’s students, the English proficiency of the principal’s 

students, the gender of the principal, the number of years in the principalship, and the highest 

degree attained by the principal.   

The study also included interviews with select principals to further explore the data 

gathered through the survey and to investigate more deeply principal perceptions regarding the 

professional learning they need.  The purpose of these interviews was to determine what 

professional learning programs for principals were provided by local school districts as well as 

the degree to which principals were involved in planning processes.  Finally, principal 

perceptions of the need of professional learning in general were explored.  
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School district professional learning specialists participated in a survey similar to that of 

the principals.  This allowed the researcher to determine differences in perceptions between 

principals and district professional learning staff.  Additionally, these school district professional 

learning administrators participated in interviews to further explore the programs offered by their 

districts, the extent to which principals were involved in the planning processes for these 

programs, and the importance of professional learning for principals in general.  

Research Questions 

1. What areas of professional development do Texas principals perceive are important? 

2. What areas of professional development are Texas principals receiving from their local 

school districts? 

3. What areas of provided professional development do Texas principals perceive are 

useful? 

4. What characteristics of professional development do Texas principals consider important 

and meaningful? 

5. What areas of professional development for Texas principals do district staff 

development administrators perceive are important? 

6. What areas of professional development are district staff development administrators 

providing to Texas principals? 

7. What areas of provided professional development do district staff development 

administrators perceive as useful for Texas principals? 

8. What characteristics of professional development do district staff development 

administrators consider important and meaningful for Texas principals? 
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9. How do the perceptions of district staff development administrators align with the 

principals’ perception of staff development designed to accommodate their needs? 

Design 

 A mixed-methods design was utilized for this study. Thirteen public school districts from 

the Dallas-Fort Worth metroplex area of Texas were included following superintendent approval 

to conduct the research in their district. These districts were selected for the study based on the 

existence of a professional development program for campus administrators and the established 

position of a district-level staff development administrator. All principals within the participating 

districts were asked to participate in the survey instrument. Principals were also asked, within the 

survey process, if they would like to be contacted for an individual interview. Principals were 

also individually contacted regarding participation in the interview process based on the need to 

include interview participants from each district and have representation at the elementary, 

middle, and high school levels. The staff development administrator in each of the thirteen 

participating districts completed the survey and participated in an individual interview.  

Data Sources 

Surveys and Interviews of Principals 

 The study analyzed and described the responses of the Texas principals who responded to 

a survey regarding their professional learning needs, the degree to which their local school 

districts provided opportunities for that learning, and the degree to which these provided 

opportunities were meeting their stated needs. Principals’ descriptions of their most meaningful 

professional development experiences and the elements of those experiences that were 

meaningful were summarized. The participants’ descriptions of the characteristics of important 

and meaningful professional development were analyzed. 
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 Various factors related to principals and their perceptions were investigated as follows: 

type of school (elementary, middle, high, or other type of school), the nature of the school setting 

(urban, rural, suburban), the size of the principal’s campus, the size of the principal’s school 

system, the economic characteristics of the principal’s students, the English proficiency of the 

principal’s students, the gender of the principal, the number of years in the principalship, and the 

highest degree attained by the principal. 

 This study also included interviews with select principals to further explore the data 

gathered through the survey and to investigate more deeply principal perceptions regarding the 

professional development they need. One principal from each of the 13 participating school 

districts participated in the interview process. Several principals indicated interest in interview 

participation through their survey responses. Additional principal participants were solicited 

through individual contact. The principals ultimately included in the individual interview process 

represented a balance of districts and school settings (elementary, middle, high school, and other 

types of settings). The purpose of these interviews was to determine what professional 

development programs were provided by local school districts as well as the degree to which 

principals were involved in planning processes. Finally, principal perceptions of the need of 

professional development in general were explored. 

Surveys and Interviews of Professional Development Administrators 

 School district professional development administrators from the same 13 districts 

participated in a survey similar to that of the principals. The initial request to conduct research in 

school districts was sent to both the superintendent and the staff development administrator. 

While the approval for study was received from each superintendent, the staff development 

administrator agreement to participate in both a survey and an interview was crucial for 
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consideration. This allowed the researcher to determine differences in perceptions between 

principals and district professional development staff. Additionally, these school district 

administrators participated in interviews to further explore the programs offered by their 

districts, the extent to which principals were involved in the planning processes for these 

programs, and the importance of professional learning for principals in general. 

Instrumentation 

Researcher-developed instruments (Appendix A – Principal Survey and Appendix B – 

Staff Development Administrator Survey) were used to gather data related to the research 

questions. The surveys used in the current study resulted from examination of the research on 

best practices in professional development for adults in general and for principals specifically.  

While the instrument did not undergo the rigors of validity and reliability study, survey items 

were developed through a review of the related literature. Additionally, collaboration with 

current principals was used to determine important topics of professional development for 

campus administrators.  

Administration of the Survey 

 Similar survey instruments were given to both principals and district professional 

learning administrators. The survey had two parts.  Part A of the principal survey instrument was 

developed to identify the following demographic information of principals: the level of school 

(elementary, middle, high, or other), the setting of the campus (urban, rural, or suburban), the 

size of the school, the size of the school district, the percentage of students classified as 

economically disadvantaged, the percentage of students classified as limited English proficient 

(LEP), the gender of the principal, the number of years in the principalship, and the educational 

background of the principal.   
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Part A of the staff development administrator survey instrument included demographic 

information such as the district setting (urban, suburban, or rural), the number of students in the 

school district, the percentage of students classified as economically disadvantaged, the 

percentage of students classified as LEP, the gender of the participant, the number of years of 

experience as a staff development provider, and the highest degree attained.  

 Part B of the principal survey instrument contained a list of seven questions related to the 

professional development experiences as provided by their local school districts of the principals 

surveyed.  Questions 1 through 3 were comprised of three identical lists of professional 

development topics for campus administrators.  These identical lists were presented in parallel 

format in order to improve readability (Rea & Parker, 2005).   

Question 1 asked participating principals to identify the degree to which there is a need 

for a particular topic using a scale of 1 to 5. A rating of 1 represented unimportant, a rating of 2 

represented not very important, a rating of 3 represented important, a rating of 4 represented very 

important, and a rating of 5 represented extremely important. 

Question 2 asked participating principals to identify the degree to which the local school 

district provided learning in that topic area using a scale of 1 to 5. A rating of 1 represented not 

provided, a rating of 2 represented inadequate, a rating of 3 represented adequate/appropriate, a 

rating of 4 represented very adequate, and a rating of 5 represented excessive amounts.  

Question 3 asked participating principals to identify the degree to which the provided 

learning opportunity was adequate to fill the need in that topic area using a scale of 1 to 5. A 

rating of 1 represented not provided, a rating of 2 represented not useful, a rating of 3 represented 

useful, a rating of 4 represented very useful, and a rating of 5 represented extremely useful. 
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Questions 4 through 6 were used to ask the respondents about the most meaningful and 

effective professional development experiences they have had as principals.  Questions 4 and 5 

were open response items about the most impactful professional learning experience they have 

participated in and what made the experience so impactful. Question 6 simply asks whether or 

not that particular learning experience was provided by their school district.  Question 7 asked 

the respondents to describe the elements of a successful professional learning experience for 

campus principals via an open response format.   

 Part B of the staff development administrator survey instrument contained a list of six 

questions related to the professional development of administrators as provided by their local 

school districts.  Questions 1 through 3 were comprised of the same three identical lists of 

professional learning topics as the principal survey instrument.  Just as in the principal survey, 

participants were asked to identify the degree to which there is a need for a particular topic, the 

degree to which the local school districts provide learning in that area, and the degree to which 

the provided learning opportunity is adequate to fill the need.  Each of the questions utilized the 

same Likert scale as used in the principal survey.  Questions 4 and 5 asked about the learning 

opportunity experiences of the staff development administrators themselves while question 6 

asked about the elements of a successful professional learning experience for campus principals. 

Questions 4, 5, and 6 were open response items. 

 The survey instrument was administered electronically.  An electronic survey, as opposed 

to a paper and pencil version, was selected due to ease of use for campus administrators as well 

as the ability to complete the survey anywhere, anytime.  These advantages outweighed the 

possibility that a few campus principals might be uncomfortable with an electronic version 

(Groves et al., 2004). 
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A researcher-developed interview (Appendix C) was used to facilitate phone interviews 

with both principals and school district professional learning administrators.  The purpose of 

each interview was to ascertain the descriptions of school district opportunities provided for 

campus administrators and the methods they used for developing those opportunities.  A final 

question regarding the importance of professional learning for principals was used to determine 

the respondents’ thoughts regarding opportunities tailored specifically to campus principals.  An 

email was sent with the interview request to provide information and a statement of 

confidentiality.  

Pilot Study 

 A pilot version of the current survey instrument was completed by 10 administrators in a 

local school district that would be similar to those included in the survey sample.  A cover letter 

with instructions was sent with the electronic version of the survey.  This preliminary version of 

the survey included several concluding questions regarding the time required to complete the 

survey, the validity of the survey items, and the clarity of the survey items themselves.  The 

results of the pilot survey were used to clarify questions within the study and adjust survey items 

as appropriate. Based on the feedback received, Question 1 of Part A was adjusted to include the 

possible grade span of a middle school to include seventh and eighth grades only.  Questions 5 

and 6 of Part A were clarified to reinforce the desire for information about respondents’ school 

and not their districts.  Input regarding the specific content of professional learning for 

administrators was gathered from respondents to the pilot survey.  As a result, the item on 

shrinking budgets was added.  The pilot survey process provided the researcher with feedback 

that resulted in necessary revisions to the final survey instrument (Alreck & Settle, 1995).The 
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pilot study served to create a instrument, based on the study of related literature and feedback 

from the ten respondents in the pilot study.  

Data Collection 

 The request for district participation, by principals and district staff development 

personnel, in this research study was emailed to superintendents and staff development 

administrators of 22 target districts within the Dallas-Fort Worth Metroplex, those districts 

served by Region X and Region XI Educational Service Centers.  Target districts were selected 

on the basis of an existing professional learning program for campus principals.  Districts 

without a professional development administrator were excluded from consideration.  Thirteen 

districts agreed to participate in the study. Once superintendent approval was acquired the survey 

link was sent to each principal and professional development administrator within the district.  A 

cover letter was included in the email to describe both the purposes of the research, the 

instructions for survey completion, and an invitation for individual participation.  A follow-up 

email, with survey access, was sent approximately two weeks after the original survey was sent.  

A final email request was emailed, with survey access, approximately four weeks after the 

original survey was sent.  

 Within the 13 districts participating, 273 principals and 13 district staff development 

administrators were contacted regarding survey participation.  Of the 273 principal surveys, 155 

surveys were completed yielding a return rate of 56.8%.  Of the 13 district staff development 

administrator surveys, 13 were completed yielding a return rate of 100%.  The demographic 

information of principals completing the survey was obtained and included information such as 

information on school setting, school and district size, student demographic information, 

principal experience, and principal education.  
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 Several pieces of school demographic information were gathered.  Table 3.1 describes the 

school setting of the participant principals.  Elementary, middle, and high school principals were 

involved in this study as well as principals from other educational settings.  Ninety-four 

elementary school principals responded to the survey, representing 60.6% of the overall principal 

participation.  Twenty-eight middle school principals responded to the survey, representing 

18.1% of the overall principal participation.  Twenty-two high school principals responded to the 

survey, representing 14.2% of the overall principal participation.  Finally, 11 principals of other 

types of campuses responded to the survey, representing 7.1% of the overall principal 

participation.  These other types of campuses included career and technical education campuses, 

disciplinary alternative education programs, and accelerated education programs serving students 

at risk of not graduating from high school.  Overall, 60.9% of the study participants serve 

elementary schools while 39.1% of study participants serve secondary and other types of 

campuses. 

Table 3.2 describes the principal participants and the school setting they serve in terms of 

the urban, suburban, or rural nature of their community.  Eleven principals considered their 

campus to be urban in nature, representing 7.1% of the overall principal participation.  Suburban 

principals, n = 139, comprised the largest group in this category, representing 89.7% of the 

overall principal participation.  Five principals considered their campuses to be rural in nature, 

representing 3.2% of the overall principal participation.  

Table 3.3 illustrates the campus size of the participating principals.  Campus sizes as 

small as 54 and as large as 3,172 students were reported.  Fifty-five principals of campuses with 

fewer than 550 students responded to the survey, representing 35.5% of the overall principal 

participation. Fifty-four principals of campuses with 550 to 749 students responded to the 
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survey, representing 35.5% of the overall principal participation. Thirty principals of campuses 

with 750 to 1,200 students responded to the survey, representing 19.4% of the overall principal 

participation. Sixteen principals of campuses with more than 1,200 students responded to the 

survey, representing 10.3% of the overall principal participation.  

 Table 3.4 describes the district size for the participating principals.  District sizes of 

approximately 1,300 students to 55,000 students were reported.  Twenty-two principals in 

districts with less than 10,000 students responded to the survey, representing 14.2% of the 

overall principal participation. Sixty-eight principals in districts with 10,000 to 30,000 students 

responded to the survey, representing 43.9% of the overall principal participation. Sixty-two 

principals in districts with more than 30,000 students responded to the survey, representing 

40.0% of the overall principal participation. Finally, three principals left this survey item blank, 

representing 1.9% of the overall principal participation. 

 Table 3.5 documents an element of student demographics on the campuses of the 

participating principals.  Economically disadvantaged students, as a percentage of the campus 

population, ranged from 0% to 99% for the campuses served by the participating principals.  

Thirty-four principals serving campuses with 0% to 9% economically disadvantaged students 

responded to the survey, representing 21.9% of the overall principal participation.  Forty-eight 

principals serving campuses with 10% to 25% economically disadvantaged students responded 

to the survey, representing 31.0% of the overall principal participation.  Forty-two principals 

serving campuses with 16% to 50% economically disadvantaged students responded to the 

survey, representing 27.1% of the overall principal participation.  Thirty-one principals serving 

campuses with more than 50% economically disadvantaged students responded to the survey, 

representing 20.0% of the overall principal participation. 
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Table 3.6 documents a second element of student demographics on the campuses of 

participating principals.  LEP students, as a percentage of the entire campus population, ranged 

from 0% to 98% for the campuses served by the participating principals in this study.  Eighty-

five principals serving campuses with 0% to 9% limited English proficient students responded to 

the survey, representing 54.5% of the overall principal participation.  Thirty-nine principals 

serving campuses with 10% to 25% limited English proficient students responded to the survey, 

representing 25.2% of the overall principal participation.  Sixteen principals serving campuses 

with 26% to 50% limited English proficient students responded to the survey, representing 

10.3% of the overall principal participation.  Fifteen principals serving campuses with more than 

50% limited English proficient students responded to the survey, representing 9.7% of the 

overall principal participation.  

Table 3.1 

School Setting of Principal Participants – Grade Levels Served 

School Setting by Grades n % 

Elementary School (Grades K-5 or K-6) 94 60.6 

Middle School (Grades 6-8, 7-8, or 7-9) 28 18.1 

High School (Grades 9-12 or 10-12) 22 14.2 

Other 11   7.1 
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Table 3.2 

School Setting of Principal Participants – Community Setting 

Community Setting of School n % 

Urban   11   7.1 

Suburban 139 89.7 

Rural    5   3.2 
 

Table 3.3  

Campus Size of Principal Participants 

Number of Students on Campus n % 

< 550 55 35.5 

550 – 749 54 35.5 

750 – 1,200 30 19.4 

> 1,200 16 10.3 
 

Table 3.4 

District Size of Principal Participants 

District Size n % 

< 10,000 22 14.2 

10,000 – 30,000 68 43.9 

> 30,000 62 40.0 

Unknown 3   1.9 
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Table 3.5 

Campus Student Demographics – Percentage of Economically Disadvantaged Students 

% Economically Disadvantaged 
Students on Campus n % 

0 – 9 34 21.9 

10 – 25 48 31.0 

26 – 50 42 27.1 

> 50 31 20.0 

 

Table 3.6 

Campus Student Demographics – Percentage of LEP Students 

% LEP Students on Campus n % 

0 – 9 85 54.5 

10 – 25 39 25.2 

26 – 50 16 10.3 

> 50 15   9.7 

 

 Several pieces of demographic information were gathered about the participating 

principals themselves.  Table 3.7 documents the gender of the principal participants.  Fifty-five 

male principals responded to the survey, representing 35.5% of the overall principal 

participation. One hundred female principals responded to the survey, representing 64.5% of the 

overall principal participation.  
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Table 3.8 documents the experience of the participating principals.  This experience was 

limited to the number of years in the head principalship itself, not to include years of experience 

as an assistant principal.  Fifty-five principals had fewer than 5 years of principal experience, 

representing 35.5% of the overall principal participation.  Fifty-five principals had 5 to 10 years 

of principal experience, representing 35.5% of the overall principal participation.  Forty-five 

principals have more than 10 years of principal experience, representing 29.0% of the overall 

principal participation.  

Table 3.9 documents the highest degree attained by the participating principals.  One 

hundred thirty-five principals had attained masters degrees, representing 87.1% of the overall 

principal participation in the survey.  Twenty principals had attained doctorate degrees, 

representing 12.9% of the overall principal participation in the survey. 

Table 3.7  

Gender of the Principal 

Gender of Principal n % 

Male 55 35.5 

Female 100 64.5 

 

Table 3.8  

Years of Principal Experience 

Years n % 

< 5 55 35.5 

5 – 10 55 35.5 

> 10 45 29.0 
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Table 3.9 

Principal Education Attainment Level 

Degree n % 

Masters 135 87.1 

Doctorate 20 12.9 

 

 Each district professional learning administrator was contacted regarding participation in 

the interview portion of the research.  All 13 professional development administrators, one from 

each district, completed both the survey and the interview process.  A total of 25 principals were 

contacted regarding potential interview participation.  These 25 were selected based on interest 

and need to incorporate at least one principal from each district and a balance of elementary, 

middle, high school, and other type of setting principals.  Each of these prospective principals 

was contacted to solicit participation in the interview portion of the research.  Thirteen agreed to 

participate in the interview process, one from each district.  The ensuing interviews were 

scheduled based on the requests and needs of the participating principals.  

 Limited demographic information of the interviewed principals was gathered.  Principal 

gender and level of school served were reported.  Table 3.10 describes the gender of the 

principals participating in the interview portion of this research study.  Seven male principals 

were interviewed, representing 53.8% of principals in this portion of the study.  Six female 

principals were interviewed, representing 46.2% of principals in this portion of the study.  

Table 3.11 describes the school setting of the principals participating in the interview 

portion of this research study.  Four elementary principals participated in the interview process, 

representing 30.8% of principals in this portion of the study.  Four middle school principals 
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participated in the interview process, representing 30.8% of principals in this portion of the 

study.  Four high school principals participated in the interview process, representing 30.8% of 

principals in this portion of the study.  Finally, one principal of a career and technology campus 

participated in the interview process, representing 7.7% of principals in this portion of the study.  

Table 3.10  

Principals Participating in Interviews – Gender 

Gender of Interviewed Principal n % 

Male 7 53.8 

Female 6 46.2 

 

Table 3.11  

Principals Participating in Interviews – School Setting 

School Setting by Grades of Principals n % 

Elementary (Grades K-5 or K-6) 4 30.8 

Middle (Grades 6-8 or 7-9) 4 30.8 

High (Grades 9-12 or 10-12) 4 30.8 

Other 1   7.7 

 

Data Analysis 

 Quantitative and qualitative methods were used to analyze survey results.  Qualitative 

methods were used to analyze interview results.  Data from the survey were analyzed using the 

Excel software for Windows.   
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Quantitative Data Analysis 

Frequencies and descriptive statistics were generated for the items in Part B of the survey 

instrument, both for the respondent group as a whole and the subgroups identified based on the 

demographic variables in Part A.  Part B of the survey included the parallel lists of 22 topics for 

principal professional development for which the principals and staff development administrators 

rated perception of importance, perception of district provision of the topics, and perception of 

the usefulness of the professional development received.  Part A of the survey included the 

demographic information principals provided: the school setting, campus and district 

characteristics, student demographics, and demographics of the principal participants themselves.  

Such descriptive statistics provided an overview of participant demographics (Raudenbush, 

2004) as well as answering Research Questions 1, 2, 3, 5, 6, and 7.  

Comparisons between principals’ perceptions of topic importance, topic provision by the 

local school district, and usefulness of that topic of professional development were conducted 

using straight line regression.  Straight line regression was measured using the Pearson r 

correlation coefficient.  Principal responses to parallel content items in Survey Items 1 through 3 

were loaded into Excel software for Windows and the Pearson r correlation coefficient was 

calculated for each category of comparison.  

Comparisons between principals’ perceptions and staff development administrators’ 

perceptions of topic importance, topic provision by the local school district, and usefulness of 

that topic of professional development were conducted using straight line regression.  Average 

principal ratings to parallel content items in Survey Items 1 through 3 and average staff 

development ratings to parallel content items in Survey Items 1 through 3 were loaded into Excel 

software for Windows and the Pearson r correlation coefficient was calculated for each category 

of comparison.  
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 The Pearson r correlation coefficient can have a value between -1.0 and +1.0 (inclusive) 

and signals the positive or negative direction of the relationship as well as the strength of the 

relationship (Hinkle, Wiersma, & Jurs, 1998).  Sirkin (2006) reminded researchers in the social 

and behavioral sciences that coefficients in the 0.20 to 0.40 range are much more likely than 

those in 0.70 to 0.90 range.  While the correlation coefficient does not indicate causation, it can 

be useful for determining whether or not a relationship between two variables exists and whether 

that relationship is positive or negative (Hopkins, Hopkins, & Glass, 1996).  Hinkle et al. (1998) 

defined guidelines for interpreting the size of a correlation coefficient.  A correlation coefficient 

0.90 to 1.00 is considered a very high correlation.  A correlation coefficient 0.70 to 0.90 is 

considered a high correlation.  A correlation coefficient 0.50 to 0.70 is considered a moderate 

correlation.  A correlation coefficient 0.30 to 0.50 is considered a low correlation.  Finally, a 

correlation coefficient of 0.00 to 0.30 is considered to signify little to no correlation (Hopkins et 

al., 1996). 

The relationship, as determined by calculating the correlation coefficient of Pearson r, 

was used to show the correlation between the stated needs of principals and the degree to which 

perceived staff development needs are provided by their school districts (Questions 1 and 2 of 

Part B of the survey).  The relationship, as determined by calculating the correlation coefficient 

of Pearson r, was used to show the relationship between the degree to which learning 

opportunities are provide by the districts and the degree to which those learning opportunities are 

useful (Questions 2 and 3 of Part B of the survey).  The relationship, as determined by 

calculating the correlation coefficient of Pearson r, was used to show the relationship between 

the stated needs of principals and the degree to which provided learning opportunities are useful 

(Questions 1 and 3 of Part B of the survey).  
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Qualitative Data Analysis 

 Qualitative data analysis techniques were used to analyze the responses given for the 

open-ended questions in both the principal and staff development administrator surveys.  A 

constant comparison technique was used to uncover trends in responses from each survey.  In 

each case survey results were exported into an Excel spreadsheet as individual responses.  Trend 

analysis then commenced as responses were reviewed and highlighted in different colors as 

patterns emerged.  Analysis ceased when no new codes, or categories, of data emerged.  Survey 

responses were also used to describe the trends uncovered.  This identical process was used for 

both principal and staff development administrator survey responses to open-ended questions.  

 Constant comparison, as a qualitative research method (Miles & Huberman, 1994) was 

also used to analyze interview responses from both principal and staff development administrator 

interviews.  Each phone interview was approximately 30 minutes in length and extensive notes 

were taken during each interview.  While each interview followed the same protocol (see 

Appendix C), participants were allowed to expand their comments as they desired.  These 

additional comments were included in the analysis of each interview.  The 13 principal 

interviews were analyzed as a set and the 13 staff development interviews were analyzed as a 

separate set.  Each set of interview notes (2 to 4 pages each) were laid out on a table for the 

constant comparison analysis.  Highlighters were used to differentiate trends as they emerged 

throughout the data. Analysis ceased when no new codes of data emerged.  Interview responses 

were reported as they described identified trends (Strauss & Corbin, 1990).  Finally, the 

emergent trends from the principal interviews and the staff development administrator interviews 

were analyzed for commonalities and differences.  
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Research Questions Summary 

 Research Question 1 regarding what areas of professional development Texas principals 

perceive to be important was examined through the survey and interview responses.  Principal 

Survey Item 1 of Part B, the rating of perceived importance of 22 topics of principal professional 

development, produced results related to this question.  Additionally, the demographic data 

collected in principal survey Part A was used to further explore the responses related to this 

research question.  The principal Interview Question 9 allowed principals to share 

recommendations for future staff development opportunities.  The responses to this question 

were used in the analysis of this research question. 

 Research Question 2 regarding the areas of professional development Texas principals 

receive from their local school districts was examined through the survey and interview 

responses.  Principal Survey Item 2 of Part B, the rating of district provision of the same 22 

topics for principal professional development, produced results related to this question.  

Additionally, the demographic data collected in principal survey Part A was used to further 

explore the responses related to this research question.  The principal Interview Question 1 

allowed principals to describe the professional development opportunities their district provided 

specifically for them.  Principal Interview Question 2 allowed principals to specifically discuss 

the topics provided through these learning opportunities.  Principal Interview Question 4 allowed 

participants to describe how those professional development topics were decided.  The responses 

to these three interview questions were used in the analysis of this research question. 

 Research Question 3 regarding the areas of professional development Texas principals 

perceive to be useful was examined through the survey and interview responses.  Principal 

Survey Item 3 of Part B, the rating of usefulness of provided professional development by the 

school district, included the same 22 topics as the previous questions.  Additionally, the 
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demographic data collected in principal survey Part A was used to further explore the responses 

related to this research question.  The principal Interview Question 3 allowed participants to 

share which provided topics provided the greatest benefit for the school district.  The responses 

to this interview question were used in the analysis of this research question. 

 Research Question 4 regarding the characteristics of professional development Texas 

principals consider important and meaningful was examined through survey and interview 

responses.  Principal Survey Items 4 and 5 of Part B allowed participants, through an open-

response format, to describe their most meaningful and effective professional development 

experience and why/how it was meaningful.  Survey Item 6 of Part B simply asked if this most 

meaningful experience was provided by the local school district.  Principal Survey Item 7 of Part 

B allowed participants, through an open-response format, to describe the elements of a 

successful professional learning experience for campus principals.  The fifth principal interview 

question allowed participants to describe the format of district professional development.  The 

sixth question allowed participants to describe how principals themselves have participated in the 

planning processes for district professional development.  Finally, the eighth question allowed 

participants to describe their perception of the overall importance of professional development 

for principals.  The responses to these three interview questions were used in the analysis of this 

research question. 

 Research Question 5 regarding the areas of professional development Texas principals 

and district staff development administrators perceive to be important was examined through the 

survey and interview responses.  Staff development administrator Survey Item 1 of Part B, the 

rating of perceived importance of 22 topics of principal professional development, produced 

results related to this question.  The staff development administrator Interview Question 9 
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allowed these administrators to share recommendations for future staff development 

opportunities specifically for principals.  The responses to this question were used in the analysis 

of this research question. 

 Research Question 6 regarding the areas of professional development district staff 

development administrators providing to Texas principals was examined through the survey and 

interview responses.  Staff development administrator Survey Item 2 of Part B, the rating of 

district provision of the same 22 topics for principal professional development, produced results 

related to this question.  The staff development administrator Interview Question 1 allowed 

participants to describe the professional development opportunities their district provided 

specifically for principals.  Staff development administrator Interview Question 2 allowed 

participants to specifically discuss the topics provided through these learning opportunities.  

Staff development administrator Interview Question 4 allowed participants to describe how those 

professional development topics were decided.  The responses to these three interview questions 

were used in the analysis of this research question. 

 Research Question 7 regarding the areas of provided professional development staff 

development administrators perceive as useful for Texas principals was examined through the 

survey and interview responses.  Staff development administrator Survey Item 3 of Part B, the 

rating of usefulness of provided professional development by the school district, included the 

same 22 topics as the previous questions.  The staff development Interview Question 3 allowed 

participants to share which provided topics provided the greatest benefit for the school district.  

The responses to this interview question were used in the analysis of this research question. 

 Research Question 8 regarding the characteristics of professional development do district 

staff development administrators consider important and meaningful for Texas principals was 
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examined through survey and interview responses.  Staff development administrator Items 4 and 

5 of Part B allowed participants, through an open-response format, to describe what makes a 

professional learning opportunity useful as opposed to not useful.  Staff development 

administrator Survey Item 6 of Part B allowed participants, through an open-response format, to 

describe the elements of a successful professional learning experience for campus principals.  

The staff development administrator Interview Question 5 allowed participants to describe the 

format of district professional development.  Interview Question 6 allowed participants to 

describe how principals themselves have participated in the planning processes for district 

professional development.  Finally, Interview Question 8 allowed participants to describe their 

perception of the overall importance of professional development for principals.  The responses 

to these three interview questions were used in the analysis of this research question. 

 Research Question 9 regarding the alignment between district staff development 

administrator perceptions and principal perceptions was examined through comparison of 

responses from the two groups surveyed and interviewed.  Responses to both surveys and 

interviews will be used in the analysis of this research question.  The relationship between 

principal and staff development administrator perceptions regarding topic importance, topic 

provision, and usefulness was analyzed through calculation of the correlation coefficient, 

Pearson r.  

Summary 

 An online survey and interviews of both campus principals and district staff development 

administrators were used in an exploration of nine research questions.  Campus principal 

perceptions were the focus of Research Questions 1 through 4.  District staff development 

administrator perceptions were the focus of Research Questions 5 through 8.  Research Question 
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9 allowed for the comparison of perceptions between the two groups -- those preparing and 

providing the professional learning at the district level and those who are the intended audience 

for that professional development.  The online survey for each group incorporated both Likert-

scale responses as well as open-ended questions.  Demographic data were utilized to further 

understand the relationships discovered.  The interviews conducted with both principals and 

district staff development administrators enriched the depth of the study data.   
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CHAPTER 4 

RESULTS 

 This chapter presents the results of the qualitative and quantitative data analysis 

conducted to answer the four research questions of this study.  Specifically, the research 

questions were as follows: 

1. What areas of professional development do Texas principals perceive are important? 

2. What areas of professional development are Texas principals receiving from their local 

school districts? 

3. What areas of provided professional development do Texas principals perceive are 

useful? 

4. What characteristics of professional development do Texas principals consider important 

and meaningful? 

5. What areas of professional development for Texas principals do district staff 

development administrators perceive are important? 

6. What areas of professional development are district staff development administrators 

providing to Texas principals? 

7. What areas of provided professional development do district staff development 

administrators perceive as useful for Texas principals? 

8. What characteristics of professional development do district staff development 

administrators consider important and meaningful for Texas principals? 

9. How do the perceptions of district staff development administrators align with the 

principals’ perception of staff development designed to accommodate their needs? 

Each research question was addressed through both survey responses and phone interviews with 

principals and staff development administrators.   



80 

Principal Perceptions of Professional Development Content 

 Research Question 1 was: What areas of professional development do Texas principals 

perceive are important?  The purpose of this question was to assess the perceptions of principals 

regarding the importance of various topics of professional development.  These topics were 

developed through a review of the related literature.  In the principal survey, respondents were 

asked to rate the importance of 22 different professional learning topics.  Participants were asked 

to rate each topic separately on a scale of 1 to 5 with 1 representing an unimportant topic and 5 

representing an extremely important topic.  Additionally, principal interviews included a 

question regarding future directions for principal professional learning at the district level.  

Principal Perceptions of Topic Importance as Found in Survey Data 

Principals were asked to use a Likert-type scale to rate 22 topical areas according to 

importance as a professional development topic for current campus principals.  The values were 

1 = unimportant, 2 = not very important, 3 = important, 4 = very important, 5 = extremely 

important.  Table 4.1 describes the average rating of each of the 22 topics’ importance according 

to the data provided by the principals.   

The four topics of highest importance were the following: (a) analyzing student data and 

using them to influence both instruction and school change (4.30); (b) changing federal and state 

accountability (4.15); (c) research-based best practices for both leadership and instruction (4.12); 

and (d) creative thinking, including asking the right questions (4.09).  Three additional topics had 

an average rating over 4.0.  These three were legal issues (4.07), creating and/or changing 

campus culture and climate for collaborative learning (4.04), and technology tools available for 

administrators and for classroom instruction (4.02).  The four topics ranked lowest in importance 

included curriculum development (3.67); making the most of shrinking budgets (3.59); 
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consensus building (3.52); and management skills, including planning, organizing, direction, and 

supervision (3.48). 

Table 4.1  

Principal Perceptions of Topic Importance 

Topic Rating Average 

Changing federal and state accountability 4.15 

Legal issues 4.07 

Working with parents of diverse education, economic, and ethnic backgrounds 3.90 

Leading learning for English language learners 3.83 

Leading learning for increasingly diverse ethnic backgrounds of students 3.92 

Response to intervention 3.91 

Creating and/or changing campus culture and climate for collaborative learning 4.04 

Problem solving strategies and tools 3.84 

Shared leadership 3.83 

Technology tools available for administrators and for classroom instruction 4.02 

Campus improvement efforts 3.88 

Guiding an organization through the change process 3.85 

Management skills, including planning, organizing, directing, and supervision 3.48 

Curriculum development 3.67 

Staff development directions for the campus 3.69 

Making the most of shrinking budgets 3.59 

Consensus building 3.52 

Analyzing student data and using them to influence both instruction and school 
change 4.30 

Research-based best practices for both leadership and instruction 4.12 

Clear communication strategies 3.91 

Examining student work as a vehicle for improved leadership and instructional 
practices 3.99 

Creative thinking, including asking the right questions 4.09 
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The principals’ perception of topic importance was further broken down by the 

demographic variables in Part A of the survey instrument.  Table 4.2 describes the average 

ratings for principals in the various school settings: elementary school (ES), middle school (MS), 

high school (HS), and other settings.  Elementary principals (n = 94) rated the following five 

topics the highest in importance: (a) analyzing student data and using them to influence both 

instruction and school change (4.45); (b) research-based best practices for both leadership and 

instruction (4.29); (c) creative thinking, including asking the right questions (4.26); (d) changing 

federal and state accountability standards (4.20); and examining student work as a vehicle for 

improved leadership and instructional practices (4.20).  Eight topics were ranked above an 

average ranking of four.  These eight were the following: (a) legal issues, (b) leading learning for 

English language learners, (c) leading learning for increasingly diverse ethnic backgrounds of 

students, (d) response to intervention, (e) creating and/or changing campus culture and climate 

for collaborative learning, (f) problem solving strategies and tools, (g) technology tools available 

for administrators and for classroom instruction, and (h) clear communication strategies.  The 

four topics elementary principals rated as least important included the following: (a) staff 

development directions for the campus (3.79); (b) making the most of shrinking budgets (3.66); 

(c) consensus building (3.60); and (d) management skills, including planning, organizing, 

directing, and supervision (3.54). 

Middle school principals (n = 28) rated the following four topics as most important for 

their professional learning: (a) analyzing student data and using them to influence both 

instruction and school change (4.24); (b) legal issues (4.12); (c) research-based best practices for 

both leadership and instruction (4.08); and (d) creative thinking, including asking the right 

questions (4.04).  Two additional topics received average ratings of very important: changing 
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federal and state accountability standards and examining student work as a vehicle for improved 

leadership and instructional practices.  The four topics MS principals rated least important 

included the following: (a) staff development directions for the campus (3.60); (b) consensus 

building (3.56); (c) management skills, including planning, organizing, directing, and 

supervision (3.52); and (d) making the most of shrinking budgets (3.44). 

High school principals (n = 22) rated the following three topics as most important for 

their professional learning with two additional topics receiving the fourth highest average 

ranking: (a) changing federal and state accountability standards (4.23), (b) legal issues (4.23), (c) 

analyzing student data and using them to influence both instruction and school change (4.09), (d) 

creating and/or changing campus culture and climate for collaborative learning (4.05), and (e) 

campus improvement efforts (4.05).  No other topic achieved an average importance rating over 

a four.  The three topics high school principals rated least important included the following: (a) 

management skills, including planning, organizing, directing, and supervision (3.50); (b) staff 

development directions for the campus (3.50); and (c) consensus building (3.36).  Additionally, 

three topics of response to intervention, problem solving strategies and tools, and curriculum 

development shared the fourth lowest average rating of 3.55.  

Principals of other types of campuses (n = 11) rated the following four topics as most 

important for their professional learning: (a) changing federal and state accountability standards 

(4.00); (b) working with parents of diverse education, economic, and ethnic backgrounds (3.80); 

(c) shared leadership (3.70); and (d) analyzing student data and using them to influence both 

instruction and school change (3.70).  Three additional topics received an average rating of 3.60: 

(a) legal issues, (b) guiding an organization through the change process, and (c) staff 

development directions for the campus.  Only the topic of changing federal and state 
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accountability standards received an average rating of four or above.  The topics principals of 

other types of campuses rated as least important included examining student work as a vehicle 

for improved leadership and instructional practices (3.00); management skills, including 

planning, organizing, directing, and supervision (2.90); and curriculum development (2.90).  The 

two topics of problem solving strategies and tools and consensus building shared the fourth 

lowest average rating (3.10).  

Table 4.2  

Principal Perceptions of Topic Importance – School Setting Rating Averages 

Topic ES MS HS Other 

Changing federal and state accountability 4.20 4.00 4.23 4.00 

Legal issues 4.08 4.12 4.23 3.60 
Working with parents of diverse education, economic, and ethnic 
backgrounds 3.93 3.84 3.91 3.80 

Leading learning for English language learners 4.03 3.64 3.59 3.30 

Leading learning for increasingly diverse ethnic backgrounds of students 4.03 3.76 3.95 3.40 

Response to intervention 4.10 3.88 3.55 3.30 
Creating and/or changing campus culture and climate for collaborative 
learning 4.16 3.88 4.05 3.50 

Problem solving strategies and tools 4.03 3.80 3.55 3.10 

Shared leadership 3.89 3.80 3.73 3.70 
Technology tools available for administrators and for classroom 
instruction 4.19 3.88 3.86 3.40 

Campus improvement efforts 3.90 3.88 4.05 3.30 

Guiding an organization through the change process 3.90 3.96 3.68 3.60 
Management skills, including planning, organizing, directing, and 
supervision 3.54 3.52 3.50 2.90 

Curriculum development 3.80 3.68 3.55 2.90 

Staff development directions for the campus 3.79 3.60 3.50 3.60 

Making the most of shrinking budgets 3.66 3.44 3.59 3.40 

Consensus building 3.60 3.56 3.36 3.10 
Analyzing student data and using them to influence both instruction and 
school change 4.45 4.24 4.09 3.70 

Research-based best practices for both leadership and instruction 4.29 4.08 3.82 3.50 

Clear communication strategies 4.09 3.80 3.59 3.40 
Examining student work as a vehicle for improved leadership and 
instructional practices 4.20 4.00 3.68 3.00 

Creative thinking, including asking the right questions 4.26 4.04 3.91 3.20 
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 Another demographic variable in Part A of the survey was the school community setting 

which was urban, suburban, or rural.  Table 4.3 illustrates the topic importance perceptions of 

principals from each of these settings.  Urban setting principals (n = 11) rated the following 

topics as most important for their ongoing learning: analyzing student data and using them to 

influence both instruction and school change (4.40), legal issues (4.30), creating and/or changing 

campus culture and climate for collaborative learning (4.20), and changing federal and state 

accountability standards (4.20).  Five topics received averages at or above a four: (a) working 

with parents of diverse education, economic, and ethnic backgrounds; (b) leading learning for 

increasingly diverse ethnic backgrounds of students; (c) problem solving strategies and tools; (d) 

research-based best practices for both leadership and instruction; and (e) creative thinking, 

including asking the right questions.  The four topics considered least important, as determined 

by the lowest average ratings, included the following: (a) technology tools available for 

administrators and for classroom instruction (3.50); (b) management skills, including planning, 

organizing, directing, and supervision (3.50); (c) staff development directions for the campus 

(3.50); and (d) making the most of shrinking budgets (3.50). 

 Suburban principals (n = 139) ranked the following topics as most important: analyzing 

student data and using them to influence both instruction and school change (4.30); changing 

federal and state accountability standards (4.15); research-based best practices for both 

leadership and instruction (4.13); and creative thinking, including asking the right questions 

(4.11).  Four additional topics achieved average ratings above a four.  These four topics were 

legal issues, creating and/or changing campus culture and climate for collaborative learning, 

technology tools available for administrators and for classroom instruction, and examining 

student work as a vehicle for improved leadership and instructional practices.  The four topics of 
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least importance, as determined by the average ratings, were the following: (a) curriculum 

development (3.71); (b) making the most of shrinking budgets (3.58); (c) consensus building 

(3.54); and (d) management skills, including planning, organizing, directing, and supervision 

(3.48). 

 Rural principals (n = 5) ranked the following four topics as most important: (a) changing 

federal and state accountability standards (4.20), (b) legal issues (4.00), (c) making the most of 

shrinking budgets (4.00), and (d) analyzing student data and using them to influence both 

instruction and school change (4.00).  No other topics received an average rating of four or more.  

The topics of least importance, as determined by the average ratings, were shared leadership 

(3.0), leading learning for English language learners (2.80), and curriculum development (2.60).  

Two additional topics of consensus building and campus improvement efforts received the fourth 

lowest average rating of 3.20.  
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Table 4.3  

Principal Perceptions of Topic Importance – School Community Setting Averages 

Topic Urban Suburban Rural 

Changing federal and state accountability 4.20 4.15 4.20 

Legal issues 4.30 4.06 4.00 

Working with parents of diverse education, economic, and ethnic backgrounds 4.00 3.88 3.80 

Leading learning for English language learners 3.90 3.87 2.80 

Leading learning for increasingly diverse ethnic backgrounds of students 4.10 3.91 3.80 

Response to intervention 3.90 3.92 3.80 

Creating and/or changing campus culture and climate for collaborative learning 4.20 4.06 3.40 

Problem solving strategies and tools 4.00 3.84 3.40 

Shared leadership 3.60 3.89 3.00 

Technology tools available for administrators and for classroom instruction 3.50 4.08 3.60 

Campus improvement efforts 3.80 3.91 3.20 

Guiding an organization through the change process 3.90 3.87 3.40 

Management skills, including planning, organizing, directing, and supervision 3.50 3.48 3.40 

Curriculum development 3.70 3.71 2.60 

Staff development directions for the campus 3.50 3.72 3.40 

Making the most of shrinking budgets 3.50 3.58 4.00 

Consensus building 3.40 3.54 3.20 

Analyzing student data and using them to influence both instruction and school 
change 4.40 4.30 4.00 

Research-based best practices for both leadership and instruction 4.10 4.13 3.80 

Clear communication strategies 3.80 3.93 3.40 

Examining student work as a vehicle for improved leadership and instructional 
practices 3.90 4.02 3.40 

Creative thinking, including asking the right questions 4.00 4.11 3.60 

 

 A third campus demographic utilized for analysis was the size of the campus itself.  Table 

4.4 describes the topic importance perceptions of principals from various campus sizes.  
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Principals of campuses with less than 550 students (n = 55) rated the following four topics as the 

most important for their professional learning: (a) analyzing student data and using them to 

influence both instruction and school change (4.33); (b) research-based best practices for both 

leadership and instruction (4.17); (c) changing federal and state accountability standards (4.15); 

and (d) creative thinking, including asking the right questions (4.13).  Six other topics were rated 

at or above a four: (a) working with parents of diverse education, economic, and ethnic 

backgrounds; (b) response to intervention; (c) creating and/or changing campus culture and 

climate for collaborative learning; (d) technology tools available for administrators and for 

classroom instruction; (e) campus improvement efforts; and (f) examining student work as a 

vehicle for improved leadership and instructional practices.  The four topics of least importance 

included the following: (a) curriculum development (3.79); (b) staff development directions for 

the campus (3.65); (c) management skills, including planning, organizing, directing, and 

supervision (3.58); and (d) consensus building (3.48). 

 Principals of campuses with 550 to 749 students (n = 54) rated the following topics as 

most important: analyzing student data and using them to influence both instruction and school 

change (4.42); legal issues (4.22); and creative thinking, including asking the right questions 

(4.18).  Two additional topics of changing federal and state accountability standards and 

examining student work as a vehicle for improved leadership and instructional practices shared 

the fourth highest average ranking of 4.16.  Four additional topics received a rating average at or 

above a four: (a) creating and/or changing campus culture and climate for collaborative learning, 

(b) technology tools available for administrators and for classroom instruction, (c) research-

based best practices for both leadership and instruction, and (d) clear communication strategies.  

The four topics of least importance included the following: (a) curriculum development (3.67); 
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(b) consensus building (3.58); (c) making the most of shrinking budgets (3.53); and (d) 

management skills, including planning, organizing, directing, and supervision (3.44). 

 Campuses with 750 to 1,200 students had principals (n = 30) rating the following topics 

as most important: analyzing student data and using them to influence both instruction and 

school change (4.17), research-based best practices for both leadership and instruction (4.17), 

changing federal and state accountability standards (4.10), and creating and/or changing campus 

culture and climate for collaborative learning (4.07).  One additional topic of creative thinking, 

including asking the right questions, received an average rating at or above a four.  The two 

topics of least importance were management skills, including planning, organizing, directing, 

and supervision, with a 3.45 average rating and making the most of shrinking budgets with a 

3.41 average rating.  Three topics received the third lowest average rating of 3.62: (a) campus 

improvement efforts, (b) curriculum development, and (c) consensus building.  

 Principals with campuses of more than 1,200 students (n = 16) found the following topics 

as most important: changing federal and state accountability standards (4.27), legal issues (4.27), 

and analyzing student data and using them to influence both instruction and school change 

(4.07).  Two topics received the fourth highest average rating of 4.0: (a) working with parents of 

diverse education, economic, and ethnic backgrounds and (b) creating and/or changing campus 

culture and climate for collaborative learning.  No other topics received average ratings of a four 

or above.  The least important topics, as determined by this group of principals, included 

curriculum development (3.40); management skills, including planning, organizing, directing, 

and supervision (3.33); making the most of shrinking budgets (3.33); and consensus building 

(3.27). 
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Table 4.4  

Principal Perceptions of Topic Importance – Campus Size 

Topic < 550 550-749 750-1,200 > 1,200 

Changing federal and state accountability 4.15 4.16 4.10 4.27 

Legal issues 3.94 4.22 3.97 4.27 

Working with parents of diverse education, economic, and ethnic 
backgrounds 4.00 3.84 3.76 4.00 

Leading learning for English language learners 3.81 3.96 3.79 3.60 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.92 3.98 3.86 3.87 

Response to intervention 4.04 3.89 3.90 3.60 

Creating and/or changing campus culture and climate for 
collaborative learning 4.08 4.00 4.07 4.00 

Problem solving strategies and tools 3.81 3.96 3.83 3.60 

Shared leadership 3.85 3.89 3.83 3.60 

Technology tools available for administrators and for classroom 
instruction 4.08 4.04 3.93 3.93 

Campus improvement efforts 4.00 3.91 3.62 3.87 

Guiding an organization through the change process 3.90 3.98 3.76 3.53 

Management skills, including planning, organizing, directing, and 
supervision 3.58 3.44 3.45 3.33 

Curriculum development 3.79 3.67 3.62 3.40 

Staff development directions for the campus 3.65 3.82 3.66 3.53 

Making the most of shrinking budgets 3.83 3.53 3.41 3.33 

Consensus building 3.48 3.58 3.62 3.27 

Analyzing student data and using them to influence both instruction 
and school change 4.33 4.42 4.17 4.07 

Research-based best practices for both leadership and instruction 4.17 4.11 4.17 3.87 

Clear communication strategies 3.83 4.07 3.86 3.73 

Examining student work as a vehicle for improved leadership and 
instructional practices 4.06 4.16 3.72 3.80 

Creative thinking, including asking the right questions 4.13 4.18 4.00 3.87 
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 District size was another demographic variable examined in this research study.  Table 

4.5 illustrates the topic importance perceptions of principals based on district size.  Principals 

from districts smaller than 10,000 students (n = 22) rated the following topics as most important 

for their ongoing learning: changing federal and state accountability standards (4.0), and legal 

issues (3.84), guiding an organization through the change process (3.84).  Two topics of response 

to intervention and working with parents of diverse education, economic, and ethnic 

backgrounds shared the fourth highest average rating of 3. 79.  The only topic rated as a four or 

above was changing federal and state accountability standards.  The topics considered least 

important included management skills, including planning, organizing, directing, and 

supervision, with a 3.11 average rating and analyzing student data and using them to influence 

both instruction and school change with a 2.84 average rating.  Two topics of curriculum 

development and staff development directions for the campus achieved the third lowest average 

rating of 3.26.  

 Principals from districts with 10,000 to 30,000 students (n = 68) rated the following 

topics as most important for their professional learning: analyzing student data and using them to 

influence both instruction and school change (4.33), changing federal and state accountability 

standards (4.12), research-based best practices for both leadership and instruction (4.12), and 

legal issues (4.08).  Five additional topics received average ratings of four or above: (a) response 

to intervention, (b) creating and/or changing campus culture and climate for collaborative 

learning; (c) technology tools available for administrators and for classroom instruction; (d) 

examining student work as a vehicle for improved leadership and instructional practices; and (e) 

creative thinking, including asking the right questions.  The topics considered least important, as 

determined by the average ratings received, included curriculum development (3.62); 
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management skills, including planning, organizing, directing, and supervision (3.52); consensus 

building (3.45); and making the most of shrinking budgets (3.38).  

 Principals from the largest districts, those with more than 30,000 students, (n = 62) rated 

the following topics as most important for their professional learning: analyzing student data and 

using them to influence both instruction and school change (4.83); creating and/or changing 

campus culture and climate for collaborative learning (4.29); creative thinking, including asking 

the right questions (4.27); and research-based best practices for both leadership and instruction 

(4.25).  Seven topics received average ratings of four or above: (a) changing federal and state 

accountability, (b) legal issues, (c) problem solving strategies and tools, (d) technology tools 

available for administrators and for classroom instruction, (e) campus improvement efforts,  (f) 

guiding an organization through the change process, and (g) examining student work as a vehicle 

for improved leadership and instructional practices.  The topics considered least important by 

this group of principals included consensus building (3.80); making the most of shrinking 

budgets (3.76); and management skills, including planning, organizing, directing, and 

supervision (3.56).  Two topics of curriculum development and staff development directions for 

the campus received the fourth lowest average rating of 3.84.  
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Table 4.5  

Principal Perceptions of Topic Importance – District Size 

Topic <10,000 10,000-30,000 >30,000 

Changing federal and state accountability 4.00 4.12 4.24 

Legal issues 3.84 4.08 4.15 

Working with parents of diverse education, economic, and ethnic 
backgrounds 3.79 3.97 3.85 

Leading learning for English language learners 3.42 3.87 3.91 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.68 3.97 3.91 

Response to intervention 3.79 4.00 3.87 

Creating and/or changing campus culture and climate for 
collaborative learning 3.32 4.05 4.29 

Problem solving strategies and tools 3.37 3.78 4.04 

Shared leadership 3.37 3.88 3.91 

Technology tools available for administrators and for classroom 
instruction 3.53 4.05 4.15 

Campus improvement efforts 3.37 3.85 4.05 

Guiding an organization through the change process 3.84 3.72 4.00 

Management skills, including planning, organizing, directing, and 
supervision 3.11 3.52 3.56 

Curriculum development 3.26 3.62 3.84 

Staff development directions for the campus 3.26 3.70 3.84 

Making the most of shrinking budgets 3.74 3.38 3.76 

Consensus building 3.44 3.45 3.80 

Analyzing student data and using them to influence both 
instruction and school change 2.84 4.33 4.83 

Research-based best practices for both leadership and instruction 3.68 4.12 4.25 

Clear communication strategies 3.52 3.95 3.96 

Examining student work as a vehicle for improved leadership and 
instructional practices 3.58 4.07 4.02 

Creative thinking, including asking the right questions 3.68 4.07 4.27 

 

 One of the student demographic variables considered in this study was the percentage of 

economically disadvantaged students served by the campus.  Principals serving campuses with 
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0% to 9% of students who were economically disadvantaged (n = 34) considered the 

professional learning topics of technology tools available for administrators and for classroom 

instruction (4.21); creative thinking, including asking the right questions (4.10); and analyzing 

student data and using them to influence both instruction and school change (4.03) to be most 

important.  Two topics of changing federal and state accountability and problem solving 

strategies and tools received the fourth highest average rating of 4.0.  The topics of least 

importance, as determined by the average ratings received by this group of principals, included 

working with parents of diverse education, economic, and ethnic backgrounds (3.48); consensus 

building (3.38); curriculum development (3.38); and management skills, including planning, 

organizing, directing, and supervision (3.21). 

 Principals serving campuses with 10% to 25% of students who were economically 

disadvantaged (n = 48) considered the professional learning topics of analyzing student data and 

using them to influence both instruction and school change (4.55), research-based best practices 

for both leadership and instruction (4.36), and legal issues (4.17) to be most important.  Four 

topics received the fourth highest average rating of 4.14.  These were changing federal and state 

accountability, response to intervention, creating and/or changing campus culture and climate for 

collaborative learning, and technology tools available for administrators and for classroom 

instruction.  Three additional topics received average ratings of four or above.  These were clear 

communication strategies; examining student work as a vehicle for improved leadership and 

instructional practices; and creative thinking, including asking the right questions.  The least 

important topics included staff development directions for the campus (3.76); management skills, 

including planning, organizing, directing, and supervision (3.64); consensus building (3.62); and 

making the most of shrinking budgets (3.57). 
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 Principals serving campuses with 26% to 50% of students who were economically 

disadvantaged (n = 42) considered the professional learning topics of changing federal and state 

accountability standards (4.33), analyzing student data and using them to influence both 

instruction and school change (4.25), legal issues (4.13), and creating and/or changing campus 

culture and climate for collaborative learning (4.08) to be most important.  Two additional topics 

received average ratings of four or above.  These were research-based practices for both 

leadership and instruction and creative thinking, including asking the right questions.  The least 

important topics for this group of principals included curriculum development (3.60); making the 

most of shrinking budgets (3.55); management skills, including planning, organizing, directing, 

and supervision (3.45); and consensus building (3.33). 

 Principals serving campuses with more than 50% economically disadvantaged students (n 

= 31) considered the following professional learning topics to be most important: leading 

learning for English language learners (4.38); leading learning for increasingly diverse ethnic 

backgrounds of students (4.35); analyzing student data and using them to influence both 

instruction and school change (4.27); and working with parents of diverse education, economic, 

and ethnic backgrounds (4.19).  Eight additional topics received average ratings of four or above: 

(a) changing federal and state accountability; (b) legal issues; (c) response to intervention; (d) 

creating and/or changing campus culture and climate for collaborative learning; (e) technology 

tools available for administrators and for classroom instruction; (f) research-based best practices 

for both leadership and instruction; (g) clear communication strategies; and (h) creative thinking, 

including asking the right questions.  The topics considered least important by this group of 

principals included guiding an organization through the change process (3.73); making the most 
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of shrinking budgets (3.62); staff development directions for the campus (3.58); and management 

skills, including planning, organizing, directing, and supervision (3.58).  See Table 4.6. 

Table 4.6  

Principal Perceptions of Topic Importance – Percentage of Economically Disadvantaged 
Students on Campus 

Topic 0-9% 10-25% 26-50% > 50% 

Changing federal and state accountability 4.0 4.14 4.33 4.08 

Legal issues 3.93 4.17 4.13 4.00 
Working with parents of diverse education, economic, 
and ethnic backgrounds 3.48 3.95 3.95 4.19 

Leading learning for English language learners 3.55 3.79 3.73 4.38 
Leading learning for increasingly diverse ethnic 
backgrounds of students 3.66 3.90 3.85 4.35 

Response to intervention 3.79 4.14 3.68 4.04 
Creating and/or changing campus culture and climate for 
collaborative learning 3.90 4.14 4.08 4.00 

Problem solving strategies and tools 4.00 3.83 3.70 3.88 

Shared leadership 3.66 3.98 3.85 3.77 
Technology tools available for administrators and for 
classroom instruction 4.21 4.14 3.78 4.00 

Campus improvement efforts 3.83 3.86 3.98 3.81 

Guiding an organization through the change process 3.86 3.95 3.83 3.73 
Management skills, including planning, organizing, 
directing, and supervision 3.21 3.64 3.45 3.58 

Curriculum development 3.38 3.81 3.60 3.88 

Staff development directions for the campus 3.76 3.76 3.65 3.58 

Making the most of shrinking budgets 3.66 3.57 3.55 3.62 

Consensus building 3.38 3.62 3.33 3.81 
Analyzing student data and using them to influence both 
instruction and school change 4.03 4.55 4.25 4.27 

Research-based best practices for both leadership and 
instruction 3.86 4.36 4.03 4.15 

Clear communication strategies 3.86 4.05 3.73 4.00 
Examining student work as a vehicle for improved 
leadership and instructional practices 3.90 4.12 3.98 3.92 

Creative thinking, including asking the right questions 4.10 4.10 4.03 4.15 
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 The final student demographic variable included in this research study was the percentage 

of students considered Limited English Proficient (LEP) served by the campus.  Principals 

serving populations with 0% to 9% (n = 85) of the students considered LEP found the following 

staff development topics to be of the greatest importance: analyzing student data and using them 

to influence both instruction and school change (4.28), changing federal and state accountability 

standards (4.19), legal issues (4.15), and research-based best practices for both leadership and 

instruction (4.09). Three topics received average ratings at or above a four.  These topics were 

creating and/or changing campus culture and climate for collaborative learning; technology tools 

available for administrators and for classroom instruction; and creative thinking, including 

asking the right questions.  The topics considered least important by this group of principals 

included leading learning for English language learners (3.60); curriculum development (3.57); 

management skills, including planning, organizing, directing, and supervision (3.45); and 

consensus building (3.45). 

 Principals serving student populations with 10% to 25% LEP (n = 39) considered the 

following topics to be of greatest importance: analyzing student data and using them to influence 

both instruction and school change (4.27), changing federal and state accountability (4.22), and 

research-based best practices for both leadership and instruction (4.11).  The two topics that 

shared the fourth highest average rating of 4.08 were working with parents of diverse education, 

economic, and ethnic backgrounds and leading learning for increasingly diverse ethnic 

backgrounds of students.  Two additional topics that received ratings at or above a four were 

technology tools available for administrators and for classroom instruction and creative thinking, 

including asking the right questions.  The topics considered least important to these principals 

included guiding an organization through the change process (3.68); making the most of 
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shrinking budgets (3.49); management skills, including planning, organizing, directing, and 

supervision (3.46); and consensus building (3.38). 

 Principals serving student populations with 26% to 50% LEP (n = 16) considered the 

following topics to be of greatest importance: creating and/or changing campus culture and 

climate for collaborative learning (4.42), analyzing student data and using them to influence both 

instruction and school change (4.33), examining student work as a vehicle for improved 

leadership and instructional practices (4.25). Two topics shared the fourth highest average rating 

of 4.17: response to intervention and research-based best practices for both leadership and 

instruction. Six additional topics received average ratings of four or above.  These topics were 

legal issues, leading learning for English language learners; guiding an organization through the 

change process; consensus building; and creative thinking, including asking the right questions.  

The topics considered least important to these principals included making the most of shrinking 

budgets (3.58), technology tools available for administrators and for classroom instruction 

(3.58), curriculum development (3.42), and staff development directions for the campus (3.42). 

 Principals serving campuses where more than 50% of the students are LEP (n = 15) 

considered the following topics to be of greatest importance: leading learning for English 

language learners (4.69); leading learning for increasingly diverse ethnic backgrounds of 

students (4.54); analyzing student data and using them to influence both instruction and school 

change (4.46); and creative thinking, including asking the right questions (4.38).  Eleven 

additional topics received average ratings of four or above.  These were as follows: 

1. changing federal and state accountability 

2. legal issues 

3. working with parents of diverse education, economic, and ethnic backgrounds 
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4. response to intervention 

5. creating and/or changing campus culture and climate for collaborative learning 

6. problem solving strategies and tools 

7. technology tools available for administrators and for classroom instruction 

8. curriculum development 

9. research-based best practices for both leadership and instruction 

10. clear communication strategies 

11. examining student work as a vehicle for improved leadership and instructional 

practices.  

The topics considered least important to this group of principals included guiding an 

organization through the change process (3.77); making the most of shrinking budgets (3.69); 

staff development directions for the campus (3.62); and management skills, including planning, 

organizing, directing, and supervision (3.54).  See Table 4.7. 
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Table 4.7  

Principal Perceptions of Topic Importance – Percentage of LEP Students on the Campus 

Topic 0-9% 10-25% 26-50% > 50% 

Changing federal and state accountability 4.19 4.22 3.83 4.08 

Legal issues 4.15 3.97 4.00 4.00 

Working with parents of diverse education, economic, and ethnic 
backgrounds 3.75 4.08 3.92 4.23 

Leading learning for English language learners 3.60 3.95 4.00 4.69 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.76 4.08 3.75 4.54 

Response to intervention 3.91 3.76 4.17 4.15 

Creating and/or changing campus culture and climate for collaborative 
learning 4.05 3.92 4.42 4.00 

Problem solving strategies and tools 3.84 3.73 3.92 4.08 

Shared leadership 3.85 3.76 3.83 3.92 

Technology tools available for administrators and for classroom 
instruction 4.05 4.05 3.58 4.15 

Campus improvement efforts 3.91 3.81 3.83 3.92 

Guiding an organization through the change process 3.92 3.68 4.08 3.77 

Management skills, including planning, organizing, directing, and 
supervision 3.45 3.46 3.67 3.54 

Curriculum development 3.57 3.78 3.42 4.15 

Staff development directions for the campus 3.71 3.78 3.42 3.62 

Making the most of shrinking budgets 3.63 3.49 3.58 3.69 

Consensus building 3.45 3.38 4.00 3.85 

Analyzing student data and using them to influence both instruction 
and school change 4.28 4.27 4.33 4.46 

Research-based best practices for both leadership and instruction 4.09 4.11 4.17 4.23 

Clear communication strategies 3.89 3.78 3.92 4.31 

Examining student work as a vehicle for improved leadership and 
instructional practices 3.99 3.92 4.25 4.00 

Creative thinking, including asking the right questions 4.07 4.03 4.05 4.38 
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Principal gender was considered a demographic variable collected in Part A of the 

principal survey instrument.  Table 4.8 illustrates the topic importance perceptions of male and 

female principals.  Male principals (n = 55) considered the most important staff development 

topics to include: analyzing student data and using them to influence both instruction and school 

change (4.18), research-based best practices for both leadership and instruction (4.02), and 

creating and/or changing campus culture and climate for collaborative learning (3.96).  Three 

additional topics received the fourth highest average rating of 3.90.  These three were changing 

federal and state accountability; working with parents of diverse education, economic, and ethnic 

backgrounds; and leading learning for increasingly diverse ethnic backgrounds of students.  The 

topics considered least important by this group of principals included staff development 

directions for the campus (3.55); making the most of shrinking budgets (3.47); consensus 

building (3.41); and management skills, including planning, organizing, directing, and 

supervision (3.37). 

Female principals (n = 100) considered the most important staff development topics to 

include analyzing student data and using them to influence both instruction and school change 

(4.37); changing federal and state accountability standards (4.30); creative thinking, including 

asking the right questions (4.26); and legal issues (4.23).  Four additional topics received average 

ratings of four or above: (a) creating and/or changing campus culture and climate for 

collaborative learning, (b) technology tools available for administrators and for classroom 

instruction, (c) research-based best practices for both leadership and instruction, and (d) 

examining student work as a vehicle for improved leadership and instructional practices.  The 

topics considered least important included curriculum development (3.71); making the most of 
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shrinking budgets (3.66); consensus building (3.58); and management skills, including planning, 

organizing, directing, and supervision (3.55). 

Table 4.8  

Principal Perceptions of Topic Importance – Gender of Principal 

Topic Male Female 

Changing federal and state accountability 3.90 4.30 

Legal issues 3.80 4.23 

Working with parents of diverse education, economic, and ethnic backgrounds 3.90 3.90 

Leading learning for English language learners 3.80 3.85 

Leading learning for increasingly diverse ethnic backgrounds of students 3.90 3.93 

Response to intervention 3.82 3.97 

Creating and/or changing campus culture and climate for collaborative learning 3.96 4.09 

Problem solving strategies and tools 3.67 3.94 

Shared leadership 3.61 3.97 

Technology tools available for administrators and for classroom instruction 3.80 4.15 

Campus improvement efforts 3.82 3.91 

Guiding an organization through the change process 3.63 3.99 

Management skills, including planning, organizing, directing, and supervision 3.37 3.55 

Curriculum development 3.61 3.71 

Staff development directions for the campus 3.55 3.78 

Making the most of shrinking budgets 3.47 3.66 

Consensus building 3.41 3.58 

Analyzing student data and using them to influence both instruction and school change 4.18 4.37 

Research-based best practices for both leadership and instruction 4.02 4.17 

Clear communication strategies 3.76 3.99 

Examining student work as a vehicle for improved leadership and instructional practices 3.78 4.12 

Creative thinking, including asking the right questions 3.80 4.26 
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 The number of years of experience of the campus principal was another demographic 

variable considered in this study. Campus administrators with less than 5 years of principal 

experience (n = 55), considered the following topics to be of greatest importance: analyzing 

student data and using them to influence both instruction and school change (4.27); research-

based best practices for both leadership and instruction (4.23); and creative thinking, including 

asking the right questions (4.21).  Two topics received the fourth highest average rating of 4.19: 

changing federal and state accountability and technology tools available for administrators and 

classroom instruction.  Three topics received average ratings of four or above; these were legal 

issues, response to intervention, and creating and/or changing campus culture and climate for 

collaborative learning.  The topics considered least important by this group of principals included 

making the most of shrinking budgets (3.75); curriculum development (3.73); management 

skills, including planning, organizing, directing, and supervision (3.58); and consensus building 

(3.54). 

 Campus administrators with 5 to 10 years principal experience (n = 55) considered the 

following topics to be of greatest importance: analyzing student data and using them to influence 

both instruction and school change (4.35); changing federal and state accountability standards 

(4.20); research-based best practices for both leadership and instruction (4.01); and creative 

thinking, including asking the right questions (4.00).  The topics considered least important by 

this group of principals included making the most of shrinking budgets (3.54); consensus 

building (3.39); management skills, including planning, organizing, directing, and supervision 

(3.37); and response to intervention (3.34). 

 Campus administrators with more than 10 years principal experience (n = 45) considered 

the following topics to be of greatest importance: analyzing student data and using them to 
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influence both instruction and school change (4.28), and examining student work as a vehicle for 

improved leadership and instructional practices (4.08).  Five topics received the third highest 

average rating of 4.05: changing federal and state accountability; working with parents of diverse 

education, economic, and ethnic backgrounds; leading learning for English language learners; 

creating and/or changing campus culture and climate for collaborative learning; and research-

based best practices for both leadership and instruction.  Only the two topics of clear 

communication strategies and creative thinking, including asking the right questions received an 

average rating of four or greater.  The topics of least importance for this group of principals 

included staff development directions for the campus (3.56); management skills, including 

planning, organizing, directing, and supervision (3.49); making the most of shrinking budgets 

(3.44); and legal issues (3.25).  See Table 4.9. 
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Table 4.9 

Principal Perceptions of Topic Importance – Number of Years of Principal Experience 

Topic < 5 years 5-10 years > 10 years 

Changing federal and state accountability 4.19 4.20 4.05 

Legal issues 4.06 3.96 3.25 

Working with parents of diverse education, economic, and ethnic 
backgrounds 3.92 3.74 4.05 

Leading learning for English language learners 3.94 3.70 3.85 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.96 3.76 4.05 

Response to intervention 4.02 3.34 3.97 

Creating and/or changing campus culture and climate for 
collaborative learning 4.15 3.91 4.05 

Problem solving strategies and tools 3.88 3.72 3.92 

Shared leadership 3.85 3.91 3.72 

Technology tools available for administrators and for classroom 
instruction 4.19 3.87 3.97 

Campus improvement efforts 3.96 3.85 3.79 

Guiding an organization through the change process 3.94 3.74 3.87 

Management skills, including planning, organizing, directing, and 
supervision 3.58 3.37 3.49 

Curriculum development 3.73 3.57 3.72 

Staff development directions for the campus 3.79 3.70 3.56 

Making the most of shrinking budgets 3.75 3.54 3.44 

Consensus building 3.54 3.39 3.64 

Analyzing student data and using them to influence both instruction 
and school change 4.27 4.35 4.28 

Research-based best practices for both leadership and instruction 4.23 4.01 4.05 

Clear communication strategies 3.87 3.87 4.00 

Examining student work as a vehicle for improved leadership and 
instructional practices 3.94 3.98 4.08 

Creative thinking, including asking the right questions 4.21 4.00 4.03 
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 The final demographic variable representing the principal participants was the highest 

degree attained by those principals.  Principals having earned a master’s degree (n = 135) 

considered the following topics to be of greatest importance for their professional learning: 

analyzing student data and using them to influence both instruction and school change (4.32); 

changing federal and state accountability standards (4.15); research-based best practices for both 

leadership and instruction (4.09); and creative thinking, including asking the right questions 

(4.07).  Three additional topics achieved average ratings of four or above: (a) legal issues, (b) 

creating and/or changing campus culture and climate for collaborative learning, and (c) 

technology tools available for administrators and for classroom instruction.  The topics 

considered least important by this group of principals included curriculum development (3.71); 

making the most of shrinking budgets (3.65); consensus building (3.56); and management skills, 

including planning, organizing, directing, and supervision (3.51). 

 Principals who have earned doctoral degrees (n = 20) considered the topics of research-

based best practices for both leadership and instruction (4.25) and legal issues (4.25) to be of 

greatest importance for their professional learning.  Four topics received average ratings of 4.20: 

(a) changing federal and state accountability standards; (b) leading learning for increasingly 

diverse ethnic backgrounds of students; (c) examining student work as a vehicle for improved 

leadership and instructional practices; and (d) creative thinking, including asking the right 

questions.  The topics considered least important for this group of principals included curriculum 

development (3.45); management skills, including planning, organizing, directing, and 

supervision (3.30); making the most of shrinking budgets (3.25); and consensus building (3.25). 
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Table 4.10 

Principal Perceptions of Topic Importance – Principal Education  

Topic 

Degree Type 

Masters Doctorate 

Changing federal and state accountability 4.15 4.20 

Legal issues 4.04 4.25 

Working with parents of diverse education, economic, and ethnic backgrounds 3.88 4.00 

Leading learning for English language learners 3.81 3.95 

Leading learning for increasingly diverse ethnic backgrounds of students 3.87 4.20 

Response to intervention 3.90 4.00 

Creating and/or changing campus culture and climate for collaborative learning 4.01 3.80 

Problem solving strategies and tools 3.85 3.80 

Shared leadership 3.87 3.60 

Technology tools available for administrators and for classroom instruction 4.01 4.10 

Campus improvement efforts 3.94 3.50 

Guiding an organization through the change process 3.87 3.75 

Management skills, including planning, organizing, directing, and supervision 3.51 3.30 

Curriculum development 3.71 3.45 

Staff development directions for the campus 3.72 3.55 

Making the most of shrinking budgets 3.65 3.25 

Consensus building 3.56 3.25 

Analyzing student data and using them to influence both instruction and school 
change 4.32 4.15 

Research-based best practices for both leadership and instruction 4.09 4.25 

Clear communication strategies 3.91 3.90 

Examining student work as a vehicle for improved leadership and instructional 
practices 3.96 4.20 

Creative thinking, including asking the right questions 4.07 4.20 
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Principal Perceptions of Topic Importance as Found in Interview Data 

Through the interview process, principals were then given the opportunity to share any 

recommendations they had for future staff development opportunities specifically for principals 

within their district.  Trends in responses were identified through a constant comparison analysis.  

One noted trend was that of continued training in the area of technology and its impact on both 

administrator productivity and classroom instruction.  A typical response was related to the ever-

changing nature of technology tools and the need of campus principals to stay abreast of new 

developments.  Specific concerns related to one-to-one devices for students, new software for 

student management systems, and necessary changes to instruction based on increases in 

technology availability for teachers and students.  

Another trend discovered was that of continued learning in the area of differentiated 

instruction for students.  This category also included responses related to working with changing 

student demographics.  A typical response was related to ensuring that instructional strategies 

met the various learning needs of students.  Specific responses included changes in bilingual and 

dual language programs, meeting the instructional needs of refugees, and the increasing numbers 

of students from poverty.  Several principals discussed concerns regarding the changing 

demographics of students and the challenges they were having working with teachers to adjust 

instructional strategies to meet these needs in each classroom.  

A third trend centered around the ideas of building capacity and teacher leadership on the 

campuses.  Several principals indicated the need to expand the campus leadership base to include 

more teachers.  Appropriately using department chairs and grade level lead teachers to influence 

classroom instruction was discussed by several principals.  One principal discussed the desire to 

use teacher leaders as members on his campus decision-making team and how to prepare them to 

play this vital role.  
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The final trend noted in these interview responses was that of continued learning in the 

area of curriculum and instruction initiatives.  Several interviewed principals indicated that they 

needed professional development on the topics most impacting their teachers such as curriculum 

and assessment changes due to changes in state standards.  Additionally, these principals shared 

that they wanted to understand district instructional initiatives as they were provided to the 

teachers.  They felt that they would be able to best support the changes, as well as provide 

feedback to teachers, if they were fully versed in what to expect and how it should look in the 

classroom.  One specific example related to a district initiative to incorporate more inquiry based 

approaches into elementary mathematics instruction.   This principal shared that she would be 

better equipped to provide specific feedback to her teachers if she understood what the classroom 

should look like, as well as what students and teacher should be doing, during mathematics 

instruction.  

Principal Perceptions of Professional Learning Content Provided by Local School Districts 

Research Question 2 was: What areas of professional development are Texas principals 

receiving from their local school districts?  The purpose of this question was to assess the 

perceptions of principals regarding the content of professional development as provided by their 

local school districts.  These topics were the same as those in Research Question 1.  In the 

principal survey, respondents were asked to rate the degree to which local school districts 

provided professional development for current campus principals in each of the areas.  

Participants were asked to rate each topic separately on a scale of 1 to 5 with 1 representing not 

provided, 2 representing inadequate, 3 representing adequate/appropriate, 4 representing very 

adequate, and 5 representing excessive amounts.  Additionally, principal interviews included a 
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question regarding the professional learning programs provided specifically for principals by 

their local school districts. 

Principal Survey Results 

 Table 4.11 describes the average rating of each of the 22 topics in the principal survey.  

These ratings represented principal perceptions of the degree to which the professional 

development topic was provided by the local school district.  The four topics provided by local 

school districts at the highest degree included research-based best practices for both leadership 

and instruction (3.42), changing federal and state accountability (3.40), technology tools 

available for administrators and for classroom instruction (3.41), and analyzing student data and 

using them to influence both instruction and school change (3.35).  The topics provided by the 

local school districts at the lowest degree included consensus building (2.99); leading learning 

for increasingly diverse ethnic backgrounds of students (2.84); making the most of shrinking 

budgets (2.72); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.69).  These were the only four topics with average ratings below the adequate 

level. 
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Table 4.11 

Principal Perceptions of Professional Development Topics Provided by District 

Topics Rating Average 

Changing federal and state accountability 3.40 

Legal issues 3.09 

Working with parents of diverse education, economic, and ethnic backgrounds 2.69 

Leading learning for English language learners 3.12 

Leading learning for increasingly diverse ethnic backgrounds of students 2.84 

Response to intervention 3.31 

Creating and/or changing campus culture and climate for collaborative learning 3.26 

Problem solving strategies and tools 3.09 

Shared leadership 3.16 

Technology tools available for administrators and for classroom instruction 3.41 

Campus improvement efforts 3.25 

Guiding an organization through the change process 3.09 

Management skills, including planning, organizing, directing, and supervision 3.12 

Curriculum development 3.29 

Staff development directions for the campus 3.29 

Making the most of shrinking budgets 2.72 

Consensus building 2.99 

Analyzing student data and using them to influence both instruction and school change 3.35 

Research-based best practices for both leadership and instruction 3.42 

Clear communication strategies 3.07 

Examining student work as a vehicle for improved leadership and instructional practices 3.00 

Creative thinking, including asking the right questions 3.02 

  

The principals’ perceptions of district provided professional learning were further broken 

down by the demographic variables in Part A of the survey instrument.  Table 4.12 describes the 
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average ratings for principals in the elementary, middle, high, and other settings.  Elementary 

principals rated the following topics as the most provided: technology tools available for 

administrators and for classroom instruction (3.51), research-based best practices for both 

leadership and instruction (3.46), and changing federal and state accountability standards (3.43).  

Four topics shared the fourth highest rating of 3.35.  These were response to intervention, 

campus improvement efforts, staff development directions for the campus, and analyzing student 

data and using them to influence both instruction and school change.  The topics least provided 

by the local school districts included leading learning for increasing diverse ethnic backgrounds 

of students (2.95); making the most of shrinking budgets (2.79); and working with parents of 

diverse education, economic, and ethnic backgrounds (2.79).  Two additional topics shared the 

fourth lowest average rating of 3.09.  These two were consensus building and examining student 

work as a vehicle for improved leadership and instructional practices.  

Middle school principals rated the following topics as the most provided: research-based 

best practices for both leadership and instruction (3.48), analyzing student data and using them to 

influence both instruction and school change (3.4), response to intervention (3.28), and creating 

and/or changing campus culture and climate for collaborative learning (3.28).  The topics least 

provided by the local school districts included making the most of shrinking budgets (2.72); 

leading learning for increasingly diverse ethnic backgrounds of students (2.72); and working 

with parents of diverse education, economic, and ethnic backgrounds (2.60).  Three topics of 

legal issues, problem solving strategies and tools, and examining student work as a vehicle for 

improved leadership and instructional practices shared the fourth lowest average rating of 2.88.  

Only the topic of guiding an organization through the change process received an average rating 

below the adequate level.   
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High school principals rated the following topics as the most provided by their school 

districts: changing federal and state accountability standards (3.45), analyzing student data and 

using them to influence both instruction and school change (3.36), research-based best practices 

for both leadership and instruction (3.32), and technology tools available for administrators and 

for classroom instruction.  The topics least provided included leading learning for increasingly 

diverse ethnic backgrounds of students (2.55); working with parents of diverse education, 

economic, and ethnic backgrounds (2.50); creative thinking, including asking the right questions 

(2.48); and making the most of shrinking budgets (2.41).  Six topics received average ratings 

below the adequate/appropriate level.  These were leading learning for English language 

learners; problem solving strategies and tools; guiding an organization through the change 

process; management skills, including planning, organizing, directing, and supervision; 

consensus building; and examining student work as a vehicle for improved leadership and 

instructional practices. 

Principals serving other types of campus settings rated the following topics as those most 

provided: response to intervention (3.60), curriculum development (3.50), and changing federal 

and state accountability standards (3.50).  Two additional topics shared the fourth highest 

average rating of 3.30.  These were technology tools available for administrators and for 

classroom instruction and staff development directions for the campus.  The topics least provided 

included guiding an organization through the change process (2.80); creative thinking, including 

asking the right questions (2.70); and working with the parents of diverse education, economic, 

and ethnic backgrounds (2.50).  Additionally, six additional topics shared the fourth lowest 

average rating of 2.90.  These were leading learning for increasingly diverse ethnic backgrounds 

of students; shared leadership; making the most of shrinking budgets; consensus building; 
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examining student work as a vehicle for improved leadership; and creative thinking, including 

asking the right questions. 

Table 4.12 

Principal Perceptions of Professional Development Topics Provided by District – School Setting 
Rating Averages 

Topic ES MS HS Other 

Changing federal and state accountability 3.43 3.24 3.45 3.50 

Legal issues 3.16 2.88 3.00 3.20 
Working with parents of diverse education, economic, and ethnic 
backgrounds 2.79 2.60 2.50 2.50 

Leading learning for English language learners 3.24 3.08 2.82 3.00 
Leading learning for increasingly diverse ethnic backgrounds of 
students 2.95 2.72 2.55 2.90 

Response to intervention 3.35 3.28 3.05 3.60 
Creating and/or changing campus culture and climate for 
collaborative learning 3.28 3.28 3.18 3.20 

Problem solving strategies and tools 3.23 2.88 2.86 3.00 

Shared leadership 3.23 3.16 3.05 2.90 
Technology tools available for administrators and for classroom 
instruction 3.51 3.24 3.27 3.30 

Campus improvement efforts 3.35 3.16 3.09 3.00 

Guiding an organization through the change process 3.24 2.96 2.82 2.80 
Management skills, including planning, organizing, directing, and 
supervision 3.19 3.16 2.77 3.20 

Curriculum development 3.34 3.20 3.14 3.50 

Staff development directions for the campus 3.35 3.20 3.18 3.30 

Making the most of shrinking budgets 2.79 2.72 2.41 2.90 

Consensus building 3.09 3.08 2.59 2.90 
Analyzing student data and using them to influence both 
instruction and school change 3.35 3.40 3.36 3.20 

Research-based best practices for both leadership and instruction 3.46 3.48 3.32 3.20 

Clear communication strategies 3.13 3.00 3.00 3.00 
Examining student work as a vehicle for improved leadership and 
instructional practices 3.09 2.88 2.86 2.90 

Creative thinking, including asking the right questions 3.20 3.04 2.48 2.90 
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 Another demographic variable in Part A of the survey was the school community setting 

of urban, suburban, or rural.  Table 4.13 illustrates the district provided professional learning 

perceptions of principals from each of these settings.  Urban setting principals rated the 

following topics as those most provided by their local school districts: research-based best 

practices for both leadership and instruction (3.80), analyzing student data and using them to 

influence both instruction and school change (3.50), staff development directions for the campus 

(3.40), and changing federal and state accountability standards (3.40).  The content topics least 

provided included examining student work as a vehicle for improved leadership and instructional 

practices (2.90), consensus building (2.90), and making the most of shrinking budgets (2.80). 

Four topics achieved the same fourth lowest average rating of 3.00.  These were working with 

parents of diverse education, economic, and ethnic backgrounds; guiding an organization 

through the change process; clear communication strategies; and creative thinking, including 

asking the right questions.  

 Suburban principals rated the following content topics most provided: technology tools 

available for administrators and for classroom instruction (3.45), changing federal and state 

accountability standards (3.42), research-based practices for both leadership and instruction 

(3.39), and analyzing student data and using them to influence both instruction and school 

change (3.35).  The content topics least provided included leading learning for increasingly 

diverse ethnic backgrounds of students (2.88); making the most of shrinking budgets (2.76); and 

working with parents of diverse education, economic, and ethnic backgrounds (2.71).  Two 

topics shared the fourth lowest average rating of 3.03; these were consensus building and 

examining student work as a vehicle for improved leadership and instructional practices.  
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 Rural principals rated the following content topics as most provided by their local school 

districts: research-based best practices for both leadership and instructional practices (3.40), 

analyzing student data and using them to influence both instruction and school change (3.00), 

and changing federal and state accountability standards (3.00).  No additional content topics 

received an average rating of 3.0 or above (considered adequate/appropriate).  The least provided 

content topics included leading learning for English language learners (1.60); making the most of 

shrinking budgets (1.60); working with parents of diverse education, economic, and ethnic 

backgrounds (1.40); and leading learning for increasingly diverse ethnic backgrounds of students 

(1.40). 

A third campus demographic utilized for analysis was the size of the campus itself.  Table 

4.14 describes the perceptions of principals regarding district provided professional learning for 

campuses of various sizes.  Principals of campuses with fewer than 550 students rated the 

following professional learning topics as most provided by their district: technology tools 

available for administrators and for classroom instruction (3.50), changing federal and state 

accountability standards (3.46), research-based best practices for leadership and instruction 

(3.44), and response to intervention (3.44).  The least provided topics included leading learning 

for increasingly diverse ethnic backgrounds of students (2.90); making the most of shrinking 

budgets (2.81); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.71).  Two topics received the fourth lowest average rating of 3.02; these were 

consensus building and examining student work as a vehicle for improved leadership and 

instructional practices.  
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Table 4.13 

Principal Perceptions of Professional Development Topics Provided by District – School 
Community Setting Averages 

Topic Urban Suburban Rural 

Changing federal and state accountability 3.40 3.42 3.00 

Legal issues 3.30 3.09 2.60 

Working with parents of diverse education, economic, and ethnic backgrounds 3.00 2.71 1.40 

Leading learning for English language learners 3.30 3.17 1.60 

Leading learning for increasingly diverse ethnic backgrounds of students 3.10 2.88 1.40 

Response to intervention 3.30 3.33 2.80 

Creating and/or changing campus culture and climate for collaborative learning 3.30 3.28 2.60 

Problem solving strategies and tools 3.10 3.11 2.60 

Shared leadership 3.20 3.20 2.20 

Technology tools available for administrators and for classroom instruction 3.30 3.45 2.60 

Campus improvement efforts 3.30 3.26 2.80 

Guiding an organization through the change process 3.00 3.13 2.20 

Management skills, including planning, organizing, directing, and supervision 3.20 3.14 2.40 

Curriculum development 3.20 3.32 2.40 

Staff development directions for the campus 3.40 3.32 2.40 

Making the most of shrinking budgets 2.80 2.76 1.60 

Consensus building 2.90 3.03 2.20 

Analyzing student data and using them to influence both instruction and school 
change 3.50 3.35 3.00 

Research-based best practices for both leadership and instruction 3.80 3.39 3.40 

Clear communication strategies 3.00 3.10 2.60 

Examining student work as a vehicle for improved leadership and instructional 
practices 2.90 3.03 2.60 

Creative thinking, including asking the right questions 3.00 3.07 2.00 

 

Principals of campuses with 550 to 749 students rated four topics as most provided by 

their local school districts.  These were technology tools available for administrators and for 



118 

classroom instruction (3.53), changing federal and state accountability standards (3.38), research-

based best practices for both leadership and instruction (3.36), and analyzing student data and 

using them to influence both instruction and school change (3.33).  The topics receiving the 

lowest perception ratings included examining student work as a vehicle for improved leadership 

and instructional practices (3.07); leading learning for increasingly diverse ethnic backgrounds of 

students (2.98); making the most of shrinking budgets (2.80); and working with parents of 

diverse education, economic, and ethnic backgrounds (2.78). 

Principals serving campuses with 750 to 1,200 students rated the following topics as most 

provided by their local school districts: research-based best practices for both leadership and 

instruction (3.45), changing federal and state accountability (3.31), response to intervention 

(3.28), and analyzing student data and using them to influence both instruction and school 

change (3.28).  The topics receiving the lowest perception ratings included examining student 

work as a vehicle for improved leadership and instructional practices (2.86); making the most of 

shrinking budgets (2.66); leading learning for increasingly diverse ethnic backgrounds of 

students (2.66); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.55).  Four topics received average ratings below the adequate/appropriate level 

by this group of principals.  These four were problem solving strategies and tools; guiding an 

organization through the change process; clear communication strategies; and creative thinking, 

including asking the right questions.  

Principals on campuses with more than 1,200 students rated the following topics as most 

provided by their local school districts: research-based best practices for both leadership and 

instruction (3.53), analyzing student data and using them to influence both instruction and school 

change (3.53), and changing federal and state accountability standards (3.47).  Two additional 
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topics shared the same fourth highest average rating of 3.33 and were curriculum development 

and staff development directions for the campus (Table 4.14).  The two least offered topics 

included creative thinking, including asking the right questions (2.47) and making the most of 

shrinking budgets (2.33).  Three topics shared the same third lowest average rating of 2.60.  

These were working with parents of diverse education, economic, and ethnic backgrounds; 

leading learning for increasingly diverse ethnic backgrounds of students; and consensus building.  

Four additional topics received average ratings below the adequate/appropriate level by this 

group of principals.  These were leading learning for English language learners; problem solving 

strategies and tools; guiding an organization through the change process; and management skills, 

including planning, organizing, directing, and supervision. 

District size was another demographic variable examined in this research study.  Table 

4.15 illustrates the staff development topics offered by local school districts perceptions of 

principals based on district size.  Principals from districts smaller than 10,000 students found the 

following topics as most available from their school districts: technology tools available for 

administrators and for classroom instruction (3.53), analyzing student data and using them to 

influence both instruction and school change (3.32), changing federal and state accountability 

standards (3.21), and research-based best practices for both leadership and instruction (3.16).  

Only two additional topics received average ratings at or above the adequate level: campus 

improvement efforts and curriculum development.  The topics least provided by local school 

districts included making the most of shrinking budgets (2.63); leading learning for English 

language learners (2.63); leading learning for increasingly diverse ethnic backgrounds of 

students (2.53); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.26).  
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Table 4.14 

Principal Perceptions of Professional Development Topics Provided by District – Campus Size 

Topic < 550 550-749 750-1,200 > 1,200 

Changing federal and state accountability 3.46 3.38 3.31 3.47 

Legal issues 3.10 3.09 3.00 3.20 

Working with parents of diverse education, economic, and 
ethnic backgrounds 2.71 2.78 2.55 2.60 

Leading learning for English language learners 3.19 3.22 3.00 2.87 

Leading learning for increasingly diverse ethnic backgrounds of 
students 2.90 2.98 2.66 2.60 

Response to intervention 3.44 3.20 3.28 3.27 

Creating and/or changing campus culture and climate for 
collaborative learning 3.25 3.27 3.24 3.27 

Problem solving strategies and tools 3.17 3.20 2.90 2.87 

Shared leadership 3.21 3.20 3.07 3.07 

Technology tools available for administrators and for classroom 
instruction 3.50 3.53 3.21 3.13 

Campus improvement efforts 3.35 3.29 3.10 3.07 

Guiding an organization through the change process 3.25 3.11 2.97 2.73 

Management skills, including planning, organizing, directing, 
and supervision 3.17 3.20 3.07 2.80 

Curriculum development 3.40 3.20 3.24 3.33 

Staff development directions for the campus 3.38 3.24 3.21 3.33 

Making the most of shrinking budgets 2.81 2.80 2.66 2.33 

Consensus building 3.02 3.09 3.00 2.60 

Analyzing student data and using them to influence both 
instruction and school change 3.35 3.33 3.28 3.53 

Research-based best practices for both leadership and 
instruction 3.44 3.36 3.45 3.53 

Clear communication strategies 3.10 3.16 2.90 3.07 

Examining student work as a vehicle for improved leadership 
and instructional practices 3.02 3.07 2.86 3.00 

Creative thinking, including asking the right questions 3.15 3.11 2.97 2.47 

 

 Principals from districts serving 10,000 to 30,000 students found the following topics as 

most available from their school districts: changing federal and state accountability standards 
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(3.40), research-based best practices for both leadership and instruction (3.38), and analyzing 

student data and using them to influence both instruction and school change (3.32).  Two 

additional topics shared the fourth highest average rating of 3.30: response to intervention and 

creating and/or changing campus culture and climate for collaborative learning.  The topics 

receiving the least school district attention included consensus building (2.73); leading learning 

for increasingly diverse ethnic backgrounds of students (2.68); making the most of shrinking 

budgets (2.67); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.63).  Six topics received average ratings below the adequate/appropriate levels 

by these principals.  These were leading learning for English language learners; problem solving 

strategies and tools; management skills, including planning, organizing, directing, and 

supervision; clear communication strategies; examining student work as a vehicle for improved 

leadership and instructional practices; and creative thinking, including asking the right questions.  

 Principals from the largest participating districts with more than 30,000 students found 

the following topics as most available from their school districts: staff development directions 

for the campus (3.55), research-based best practices for both leadership and instruction (3.55), 

technology tools available for administrators and for classroom instruction (3.53), and 

curriculum development (3.53).  The topics receiving the least district attention included legal 

issues (3.00) and working with parents of diverse education, economic, and ethnic backgrounds 

(2.89).  Two additional topics shared the third lowest average rating of 3.09.  These were leading 

learning for increasingly diverse ethnic backgrounds of students and examining student work as 

a vehicle for improved leadership and instructional practices. 
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Table 4.15 

Principal Perceptions of Professional Development Topics Provided by District – District Size 

Topic < 10,000 10,000-30,000 > 30,000 

Changing federal and state accountability 3.21 3.40 3.45 

Legal issues 2.89 3.22 3.00 

Working with parents of diverse education, economic, and ethnic 
backgrounds 2.26 2.63 2.89 

Leading learning for English language learners 2.63 2.93 3.49 

Leading learning for increasingly diverse ethnic backgrounds of 
students 2.53 2.68 3.09 

Response to intervention 2.89 3.30 3.45 

Creating and/or changing campus culture and climate for 
collaborative learning 2.89 3.30 3.33 

Problem solving strategies and tools 2.68 2.95 3.36 

Shared leadership 2.68 3.12 3.35 

Technology tools available for administrators and for classroom 
instruction 3.53 3.28 3.53 

Campus improvement efforts 3.11 3.18 3.73 

Guiding an organization through the change process 2.89 3.03 3.22 

Management skills, including planning, organizing, directing, and 
supervision 2.89 2.95 3.36 

Curriculum development 3.05 3.13 3.53 

Staff development directions for the campus 2.95 3.22 3.55 

Making the most of shrinking budgets 2.63 2.67 2.84 

Consensus building 2.84 2.73 3.31 

Analyzing student data and using them to influence both 
instruction and school change 3.32 3.32 3.36 

Research-based best practices for both leadership and instruction 3.16 3.38 3.55 

Clear communication strategies 2.84 2.93 3.31 

Examining student work as a vehicle for improved leadership and 
instructional practices 2.79 2.97 3.09 

Creative thinking, including asking the right questions 2.89 2.88 3.22 
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 One of the student demographic variables considered in this study was the percentage of 

economically disadvantaged students served by the campus.  Table 4.16 illustrates the 

perceptions of these groups of campus leaders.  Principals serving campuses with 0% to 9% of 

students who were economically disadvantaged considered the following professional learning 

topics to be most provided by their local school districts: technology tools available for 

administrators and for classroom instruction (3.62), research-based best practices for both 

leadership and instruction (3.48), changing federal and state accountability standards (3.45), and 

analyzing student data and using them to influence both instruction and school change (3.41).  

The topics of least district consideration included consensus building (3.14); clear 

communication strategies (3.14); working with parents of diverse education, economic, and 

ethnic backgrounds (3.10); and making the most of shrinking budgets (3.07).  No topic achieved 

an average rating below the adequate/appropriate level. 

 Principals serving campuses with 10% to 25% of students who were economically 

disadvantaged considered the following professional learning topics to be most provided by their 

local school districts: research-based best practices for both leadership and instruction (3.45), 

technology tools available for administrators and for classroom instruction (3.38), response to 

intervention (3.33), and curriculum development (3.31).  The topics least provided included 

examining student work as a vehicle for improved leadership and instructional practices (3.76); 

leading learning for increasingly diverse ethnic backgrounds of students (2.71); working with 

parents of diverse education, economic, and ethnic backgrounds (2.55), and making the most of 

shrinking budgets (2.50).  Four topics received average ratings below the adequate/appropriate 

levels.  These four were legal issues; guiding an organization through the change process; 

consensus building; and creative thinking, including asking the right questions.  
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 Principals serving campuses with 26% to 50% of the students being economically 

disadvantaged considered the following professional learning topics to be most provided by their 

local school districts: analyzing student data and using them to influence both instruction and 

school change (3.45), changing federal and state accountability standards (3.45), staff 

development directions for the campus (3.40), and research-based best practices for both 

leadership and instruction (3.40).  The topics receiving the least district attention were: 

consensus building (2.85); leading learning for increasingly diverse ethnic backgrounds of 

students (2.68); making the most of shrinking budgets (2.63); and working with parents of 

diverse education, economic, and ethnic backgrounds (2.45).  Four topics achieved average 

ratings below the adequate/appropriate level.  These were problem solving strategies and tools; 

guiding an organization through the change process; management skills, including planning, 

organizing, directing, and supervision; and creative thinking, including asking the right 

questions.  

 Principals serving campuses with more than 50% economically disadvantaged students 

considered the following two professional learning topics most addressed within their district: (a) 

technology tools available for administrators and for classroom instruction (3.58) and (b) 

changing federal and state accountability standards (3.46).  Three additional topics shared the 

third highest average rating of 3.35.  These were analyzing student data and using them to 

influence both instruction and school change; research-based best practices for both leadership 

and instruction; and creative thinking, including asking the right questions.  The content topics 

receiving the least district attention were clear communication strategies (3.04); leading learning 

for increasingly diverse ethnic backgrounds of students (2.92); working with parents of diverse 
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education, economic, and ethnic backgrounds (2.81); and making the most of shrinking budgets 

(2.55). 

Table 4.16  

Principal Perceptions of Professional Development Topics Provided by District – Percentage of 
Economically Disadvantaged Students on Campus 

Topic 0-9% 10-25% 26-50% > 50% 

Changing federal and state accountability 3.45 3.29 3.45 3.46 

Legal issues 3.31 2.95 3.08 3.08 

Working with parents of diverse education, economic, and ethnic 
backgrounds 3.10 2.55 2.45 2.81 

Leading learning for English language learners 3.31 3.00 3.05 3.23 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.17 2.71 2.68 2.92 

Response to intervention 3.38 3.33 3.23 3.31 

Creating and/or changing campus culture and climate for 
collaborative learning 3.31 3.19 3.35 3.15 

Problem solving strategies and tools 3.28 3.02 2.95 3.19 

Shared leadership 3.32 3.05 3.15 3.19 

Technology tools available for administrators and for classroom 
instruction 3.62 3.38 3.18 3.58 

Campus improvement efforts 3.31 3.19 3.25 3.27 

Guiding an organization through the change process 3.31 2.95 2.98 3.23 

Management skills, including planning, organizing, directing, and 
supervision 3.24 3.12 2.95 3.73 

Curriculum development 3.34 3.31 3.25 3.27 

Staff development directions for the campus 3.38 3.21 3.40 3.15 

Making the most of shrinking budgets 3.07 2.50 2.63 2.55 

Consensus building 3.14 2.93 2.85 3.16 

Analyzing student data and using them to influence both instruction 
and school change 3.41 3.21 3.45 3.35 

Research-based best practices for both leadership and instruction 3.48 3.45 3.40 3.35 

Clear communication strategies 3.14 3.07 3.05 3.04 

Examining student work as a vehicle for improved leadership and 
instructional practices 3.21 2.76 3.05 3.05 

Creative thinking, including asking the right questions 3.24 2.81 2.87 3.35 
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 The final student demographic variable included in this research study was the percentage 

of students considered LEP on the campus.  Table 4.17 illustrates the average ratings for each of 

these groups.  Principals serving populations with 0% to 9% of the students considered LEP 

found the following staff development topics to be most appropriately addressed by the district: 

research-based best practices for both leadership and instruction (3.44), changing federal and 

state accountability standards (3.33), analyzing student data and using them to influence both 

instruction and school change (3.33), and response to intervention (3.31).  The topics least 

addressed by the local district included leading learning for increasingly diverse ethnic 

backgrounds of students (2.83); making the most of shrinking budgets (2.72); and working with 

parents of diverse education, economic, and ethnic backgrounds (2.67). Two additional topics 

shared the fourth lowest average rating of 2.93 and were examining student work as a vehicle for 

improved leadership and instructional practices and creative thinking, including asking the right 

questions.  The only other topic to achieve an average rating below the adequate/appropriate 

level was consensus building.  

 Principals serving campuses with 10% to 25% LEP students found the following staff 

development topics to be most appropriately addressed by the district: changing federal and state 

accountability standards (3.57), research-based best practices for both leadership and instruction 

(3.49), and technology tools available for administrators and for classroom instruction (3.46).  

Two additional topics shared the same fourth highest average rating of 3.38.  These two were 

staff development directions for the campus and analyzing student data and using them to 

influence both instruction and school change.  The topics found to be least addressed included 

leading learning for increasingly diverse ethnic backgrounds of students (2.86), consensus 

building (2.81); working with parents of diverse education, economic, and ethnic backgrounds 



127 

(2.73); and making the most of shrinking budgets (2.57).  The only other topic to achieve an 

average rating below the adequate/appropriate level was examining student work as a vehicle for 

improved leadership and instructional practices.  

 Principals serving campuses with 26% to 50% LEP students found the following staff 

development topics to be most appropriately addressed by the district: technology tools available 

for administrators and for classroom instruction (3.67); curriculum development (3.58); and 

creative thinking, including asking the right questions (3.55).  Three additional topics shared the 

fourth highest average rating of 3.50: staff development directions for the campus, analyzing 

student data and using them to influence both instruction and school change, and examining 

student work as a vehicle for improved leadership and instructional practices.  The topics least 

addressed by school districts included making the most of shrinking budgets (3.0); leading 

learning for increasingly diverse ethnic backgrounds of students (2.92); legal issues (2.83); and 

working with parents of diverse education, economic, and ethnic backgrounds (2.67).  

 Principals serving campuses with more than 50% LEP students found the following staff 

development topics to be most appropriately addressed by their school districts: technology tools 

available for administrators and for classroom instruction (3.62) and guiding an organization 

through the change process (3.38).  Four topics shared the third highest average rating of 3.31; 

these were changing federal and state accountability, creating and/or changing campus culture 

and climate for collaborative learning, campus improvement efforts, and consensus building.  

The topics least addressed by local school districts included making the most of shrinking 

budgets (2.92); clear communication strategies (2.92); leading learning for increasingly diverse 

ethnic backgrounds of students (2.77); and working with parents of diverse education, economic, 

and ethnic backgrounds (2.69).  
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Table 4.17  

Principal Perceptions of Professional Development Topics Provided by District – Percentage of 
LEP Students on the Campus 

Topic 0-9% 10-25% 26-50% > 50% 

Changing federal and state accountability 3.33 3.57 3.42 3.31 

Legal issues 3.04 3.22 2.83 3.23 

Working with parents of diverse education, economic, and 
ethnic backgrounds 2.67 2.73 2.67 2.69 

Leading learning for English language learners 3.09 3.11 3.32 3.08 

Leading learning for increasingly diverse ethnic backgrounds 
of students 2.83 2.86 2.92 2.77 

Response to intervention 3.31 3.32 3.33 3.23 

Creating and/or changing campus culture and climate for 
collaborative learning 3.21 3.32 3.25 3.31 

Problem solving strategies and tools 3.07 3.03 3.42 3.08 

Shared leadership 3.12 3.19 3.33 3.15 

Technology tools available for administrators and for 
classroom instruction 3.31 3.46 3.67 3.62 

Campus improvement efforts 3.29 3.08 3.42 3.31 

Guiding an organization through the change process 3.05 3.03 3.17 3.38 

Management skills, including planning, organizing, directing, 
and supervision 3.13 3.03 3.33 3.08 

Curriculum development 3.29 3.27 3.58 3.08 

Staff development directions for the campus 3.27 3.38 3.50 3.00 

Making the most of shrinking budgets 2.72 2.57 3.00 2.92 

Consensus building 2.99 2.81 3.27 3.31 

Analyzing student data and using them to influence both 
instruction and school change 3.33 3.38 3.50 3.23 

Research-based best practices for both leadership and 
instruction 3.44 3.49 3.42 3.15 

Clear communication strategies 3.03 3.14 3.33 2.92 

Examining student work as a vehicle for improved leadership 
and instructional practices 2.93 2.94 3.50 3.08 

Creative thinking, including asking the right questions 2.93 3.03 3.55 3.08 
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 Principal gender was considered a demographic variable collected in Part A of the 

principal survey instrument.  Table 4.18 illustrates the perceptions of principals regarding the 

topics of professional learning provided by their local school districts broken down by gender. 

Male principals considered the most provided professional learning topics to include analyzing 

student data and using them to influence both instruction and school change (3.53), research-

based best practices for both leadership and instruction (3.43), changing federal and state 

accountability standards (3.33), and response to intervention (3.33).  The least addressed topics 

at the district level were problem solving strategies and tools (2.90); leading learning for 

increasingly diverse ethnic backgrounds of students (2.76); making the most of shrinking 

budgets (2.73); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.67).  Consensus building was the only other topic to achieve an average rating 

below the adequate/appropriate level.  

 Female principals considered the most provided professional learning topics to include 

technology tools available for administrators and for classroom instruction (3.45), changing 

federal and state accountability standards (3.44), and research-based best practices for both 

leadership and instruction (3.42), and analyzing student data and using them to influence both 

instruction and school change (3.35).  The least addressed topics at the district level were 

examining student work as a vehicle for improved leadership and instructional practices (2.98); 

leading learning for increasingly diverse ethnic backgrounds of students (2.88); making the most 

of shrinking budgets (2.72); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.70).  
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Table 4.18  

Principal Perceptions of Professional Development Topics Provided by District – Gender of 
Principal 

Topic Male Female 

Changing federal and state accountability 3.33 3.44 

Legal issues 3.04 3.12 

Working with parents of diverse education, economic, and ethnic backgrounds 2.67 2.70 

Leading learning for English language learners 3.02 3.19 

Leading learning for increasingly diverse ethnic backgrounds of students 2.76 2.88 

Response to intervention 3.33 3.29 

Creating and/or changing campus culture and climate for collaborative learning 3.18 3.30 

Problem solving strategies and tools 2.90 3.20 

Shared leadership 3.16 3.16 

Technology tools available for administrators and for classroom instruction 3.29 3.45 

Campus improvement efforts 3.24 3.26 

Guiding an organization through the change process 3.02 3.13 

Management skills, including planning, organizing, directing, and supervision 3.08 3.14 

Curriculum development 3.31 3.28 

Staff development directions for the campus 3.24 3.33 

Making the most of shrinking budgets 2.73 2.72 

Consensus building 2.92 3.04 

Analyzing student data and using them to influence both instruction and school change 3.35 3.35 

Research-based best practices for both leadership and instruction 3.43 3.42 

Clear communication strategies 2.98 3.13 

Examining student work as a vehicle for improved leadership and instructional practices 3.04 2.98 

Creative thinking, including asking the right questions 3.00 3.04 

 

 The number of years of experience of the campus principal was another demographic 

variable considered in this study.  Table 4.19 illustrates the average ratings of these principals.  
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Campus administrators with less than 5 years of principal experience considered the following 

topics to be the most provided by their local school districts: technology tools available for 

administrators and for classroom instruction (3.58), research-based best practices for both 

leadership and instruction (3.54), curriculum development (3.48), and changing federal and state 

accountability (3.48).  The topics receiving the least district attention included legal issues 

(3.04); leading learning for increasingly diverse ethnic backgrounds of students (2.94); making 

the most of shrinking budgets (2.77); and working with parents of diverse education, economic, 

and ethnic backgrounds (2.73).  

 Campus administrators with 5 to 10 years of principal experience considered the 

following topics to be the most provided by their local school districts: changing federal and 

state accountability standards (3.37), research-based best practices for both leadership and 

instruction (3.28), response to intervention (3.20), and creating and/or changing campus culture 

and climate for collaborative learning (3.20).  The following topics received the least district 

consideration: creative thinking, including asking the right questions (2.77); leading learning for 

increasingly diverse ethnic backgrounds of students (2.74); working with parents of diverse 

education, economic, and ethnic backgrounds (2.70); and making the most of shrinking budgets 

(2.61).  Seven additional topics received average ratings below the adequate/appropriate level.  

These were legal issues, leading learning for English language learners, problem solving 

strategies and tools, shared leadership, consensus building, clear communication strategies, and 

examining student work as a vehicle for improved leadership and instructional practices.  

 Campus administrators with more than 10 years of principal experience considered the 

following topics to be the most provided by their local school districts: analyzing student data 

and using them to influence both instruction and school change (3.59), technology tools available 



132 

for administrators and for classroom instruction (3.46), and research-based best practices for both 

leadership and instruction (3.44).  Three additional topics achieved the fourth highest average 

rating of 3.33.  These were changing federal and state accountability, response to intervention, 

and campus improvement efforts.  The topics receiving the least district consideration included 

the following creative thinking, including asking the right questions (2.97); leading learning for 

increasing diverse ethnic backgrounds of students (2.82); making the most of shrinking budgets 

(2.79); and working with parents of diverse education, economic, and ethnic backgrounds (2.62).  

The final demographic variable representing the principal participants was the highest 

degree attained by those principals as represented in Table 4.20.  Principals having earned a 

master’s degree considered the following topics to be most provided by their local school 

districts: research-based best practices for both leadership and instruction (3.44), technology 

tools available for administrators and for classroom instruction (3.42), and changing federal and 

state accountability standards (3.38).  Three topics received the fourth highest average rating of 

3.32.  These were curriculum development, staff development directions for the campus, and 

analyzing student data and using them to influence both instruction and school change.  The 

topics receiving the least district attention included leading learning for increasing diverse ethnic 

backgrounds of students (2.89); making the most of shrinking budgets (2.74); and working with 

parents of diverse education, economic, and ethnic backgrounds (2.73).  Two topics received the 

fourth lowest average rating of 3.01.  These were consensus building and examining student 

work as a vehicle for improved leadership and instructional practices.  



133 

Table 4.19 

Principal Perceptions of Professional Development Topics Provided by District – Number of 
Years of Principal Experience 

Topic < 5 years 5-10 years > 10 years 

Changing federal and state accountability 3.48 3.37 3.33 

Legal issues 3.04 2.98 3.28 

Working with parents of diverse education, economic, and ethnic 
backgrounds 2.73 2.70 2.62 

Leading learning for English language learners 3.21 2.98 3.18 

Leading learning for increasingly diverse ethnic backgrounds of students 2.94 2.74 2.82 

Response to intervention 3.38 3.20 3.33 

Creating and/or changing campus culture and climate for collaborative 
learning 3.27 3.20 3.31 

Problem solving strategies and tools 3.21 2.93 3.10 

Shared leadership 3.25 2.96 3.28 

Technology tools available for administrators and for classroom 
instruction 3.58 3.17 3.46 

Campus improvement efforts 3.33 3.09 3.33 

Guiding an organization through the change process 3.13 3.00 3.13 

Management skills, including planning, organizing, directing, and 
supervision 3.21 3.04 3.08 

Curriculum development 3.48 3.07 3.31 

Staff development directions for the campus 3.46 3.09 3.31 

Making the most of shrinking budgets 2.77 2.61 2.79 

Consensus building 3.10 2.85 3.03 

Analyzing student data and using them to influence both instruction and 
school change 3.42 3.07 3.59 

Research-based best practices for both leadership and instruction 3.54 3.28 3.44 

Clear communication strategies 3.13 2.91 3.18 

Examining student work as a vehicle for improved leadership and 
instructional practices 3.12 2.82 3.05 

Creative thinking, including asking the right questions 3.27 2.77 2.97 

  

 Principals having earned doctoral degrees considered the following topics to be most 

provided by their local school districts: changing federal and state accountability standards 
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(3.55), response to intervention (3.45), campus improvement efforts (3.40), and technology tools 

available for administrators and for classroom instruction (3.35).  The topics receiving the least 

district attention included leading learning for English language learners (2.85); making the most 

of shrinking budgets (2.60); leading learning for increasingly diverse ethnic backgrounds of 

students (2.55); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.45).  Four additional topics received average ratings below the 

adequate/appropriate level.  These were shared leadership; management skills, including 

planning, organizing, directing, and supervision; consensus building; and examining student 

work as a vehicle for improved leadership and instructional practices.   

Principal Perceptions of Provided Professional Learning As Discovered Through Interviews 

Principals were asked to describe the professional development opportunities that their 

district sponsored specifically for campus principals.  Several trends developed through constant 

comparison analysis.  One noted trend of professional development provided by local school 

districts consisted of management topics or issues.  Specific responses in this are included legal 

updates as well as discipline procedures for students.  Based on the responses, many of these 

updates were provided through summer workshops or retreats.  In most districts these retreats 

were multiple days long and focused on information needed before the new school year began.  

In some cases new emphases for the upcoming school year were shared, or at least expanded on.  

Occasionally a motivational speaker was brought in for the administrators. Most interview 

participants viewed the district retreat as an opportunity to re-connect with colleagues after the 

summer and begin “gearing up” for the upcoming school year.  
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Table 4.20 

Principal Perceptions of Professional Development Topics Provided by District – Principal 
Education  

Topic 

Degree 

Masters Doctorate 

Changing federal and state accountability 3.38 3.55 

Legal issues 3.08 3.15 

Working with parents of diverse education, economic, and ethnic backgrounds 2.73 2.45 

Leading learning for English language learners 3.17 2.85 

Leading learning for increasingly diverse ethnic backgrounds of students 2.89 2.55 

Response to intervention 3.28 3.45 

Creating and/or changing campus culture and climate for collaborative learning 3.28 3.10 

Problem solving strategies and tools 3.09 3.05 

Shared leadership 3.21 2.90 

Technology tools available for administrators and for classroom instruction 3.42 3.35 

Campus improvement efforts 3.22 3.40 

Guiding an organization through the change process 3.17 3.00 

Management skills, including planning, organizing, directing, and supervision 3.15 2.95 

Curriculum development 3.32 3.15 

Staff development directions for the campus 3.32 3.10 

Making the most of shrinking budgets 2.74 2.60 

Consensus building 3.01 2.90 

Analyzing student data and using them to influence both instruction and school change 3.32 3.50 

Research-based best practices for both leadership and instruction 3.44 3.30 

Clear communication strategies 3.09 3.00 

Examining student work as a vehicle for improved leadership and instructional practices 3.01 2.95 

Creative thinking, including asking the right questions 3.02 3.05 

 

A second noted category was that of instructional leadership.  Responses within this code 

included all those related to curriculum, instruction and assessment on the campus.  Classroom 

walkthroughs, with subsequent dialogue about instruction, were mentioned by several 

participants as provided professional development.  Participants viewed these walkthroughs as 
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opportunities to collaborate with their colleagues regarding the instruction observed.  Continued 

work to calibrate principal ideas about quality instruction was shared by interviewed principals.  

One principal responded that he had learned “volumes” about instruction by walking classrooms 

with other principals and talking about what was observed.  Brain research and student 

motivation for learning were also specific responses that defined this code of instructional 

leadership.  Specific responses included references to changing district demographics and the 

need to emphasize brain research through instruction in order to fully engage students in the 

learning.  Student motivation for learning was also a concern for several interviewed principal.  

Just as teachers needed professional development on new strategies to engage and motivate 

students within their classes, principals reported a need to learn the same strategies.  Finally, 

responses related to teacher observation, supervision and evaluation were useful in further 

defining this category.  Principals reported ongoing work regarding strategies for teaching 

improvement as well as evaluation for teachers.  One principal shared district dialogue on 

changing teacher evaluation instruments and the link between teacher performance and student 

achievement.  

A third noted trend was that of organizational transformation.  Ongoing discussions about 

learning organizations, bureaucracies, and transforming education were noted in several 

interview responses.  The responses in this code were differentiated from that of instructional 

leadership in that they were more focused on changing the organization itself. One principal 

discussed district dialogue regarding changing central office structures and relationships between 

campus and central office.  A second principal reported development on coaching and mentoring 

of assistant principals in order to prepare the assistants to play significant roles in school 

leadership.  Finally, several principals referred to ongoing district level training and 
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conversations on Phil Schlechty’s work on moving from bureaucratic structures to a learning 

organization and the implications for individual campuses.  

Regardless of the topics of professional development for principals, more than half of the 

interview participants reported a decrease in district opportunities for principals over the last two 

to three years.  Most attributed that decline to increasing budgetary constraints.  Several 

indicated a change in format for principal professional development over the same time period 

with less consultant-driven work to more ongoing conversation and collaboration within the 

district.  Principals shared the mixed emotions they had regarding this decrease in opportunities.  

In many cases these reductions impacted their ability to travel to conferences and, as they 

reported, their opportunities to seek professional learning most linked to their individual wants 

and needs.  One principal reported that the professional development opportunities provided by 

her district were a reason she moved to the district in the first place and she has been greatly 

disappointed with the reduction in those opportunities, yet understood the funding challenges the 

district faced.  

 When asked about how the topics for district professional learning for campus principals 

were decided, most were unclear.  Most stated an assumption that the district leadership made 

the decisions, perhaps through the curriculum and instruction departments, based on stated 

district goals and/or strategic plan.  Only 23% of principals interviewed indicated that principals 

themselves had any involvement in determining the topics of professional learning within the 

district.  This input ranged from focus groups of principals sharing needs to surveys and 

feedback from principal participants.  Finally, the majority of interviewed principals reported 

little to no differentiated based on individual principal needs and desires for professional 

development.  
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Principal Perceptions of Usefulness of District Provided Professional Development 

Research Question 3 was: What areas of provided professional development do Texas 

principals perceive are useful?  The purpose of this question was to assess the perceptions of 

principals regarding the usefulness of district provided professional development in each topic. 

These topics were a duplicate from research questions 1 and 2.  Through the principal survey 

respondents were asked to rate the usefulness of the professional learning provided by local 

school districts.  Participants were asked to rate each of the 22 different topics on a scale of 1 to 

5 with 1 representing not provided, 2 representing not useful, 3 representing useful, 4 

representing very useful, and 5 representing extremely useful.  Additionally, the principal 

interviews included a question regarding the topics of most usefulness within the district. 

Principal Perceptions of Learning Topic Usefulness as Found in Survey Data 

 Table 4.21 describes the average rating of each of the 22 topics in the principal survey. 

The topics of greatest usefulness to the principals included research-based best practices for both 

leadership and instruction (3.68), analyzing student data and using them to influence both 

instruction and school change (3.63), technology tools available for administrators and for 

classroom instruction (3.61), and changing federal and state accountability (3.60).  The topics of 

least usefulness to the principal participants included leading learning for increasingly diverse 

ethnic backgrounds of students (3.20); consensus building (3.18); working with parents of 

diverse education, economic, and ethnic backgrounds (3.08); and making the most of shrinking 

budgets (3.00).  None of the 22 topics received average ratings below the useful level. 
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Table 4.21  

Principal Perceptions of District Professional Development Usefulness by Topics 

Topic Rating Average 

Changing federal and state accountability 3.60 

Legal issues 3.51 

Working with parents of diverse education, economic, and ethnic backgrounds 3.08 

Leading learning for English language learners 3.28 

Leading learning for increasingly diverse ethnic backgrounds of students 3.20 

Response to intervention 3.44 

Creating and/or changing campus culture and climate for collaborative learning 3.34 

Problem solving strategies and tools 3.23 

Shared leadership 3.29 

Technology tools available for administrators and for classroom instruction 3.61 

Campus improvement efforts 3.50 

Guiding an organization through the change process 3.24 

Management skills, including planning, organizing, directing, and supervision 3.22 

Curriculum development 3.46 

Staff development directions for the campus 3.42 

Making the most of shrinking budgets 3.00 

Consensus building 3.18 

Analyzing student data and using them to influence both instruction and school change 3.63 

Research-based best practices for both leadership and instruction 3.68 

Clear communication strategies 3.24 
Examining student work as a vehicle for improved leadership and instructional 
practices 3.41 

Creative thinking, including asking the right questions 3.24 
 

 The principals’ perceptions of the usefulness of the professional learning provided by 

their local school districts were further broken down by the demographic variables in Part A of 

the survey instrument.  Table 4.22 describes the average ratings for principals in the various ES, 

MS, HS, and other settings.  ES principals rated the following topics as most useful: research-

based best practices for both leadership and instruction (3.73), technology tools for 

administrators and for classroom instruction (3.70), analyzing student data and using them for 
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both instruction and school change (3.67), and campus improvement efforts (3.65).  The topics of 

least use were clear communication strategies (3.25); management skills, including planning, 

organizing, directing, and supervision (3.24); working with parents of diverse education, 

economic, and ethnic backgrounds (3.16); and making the most of shrinking budgets (3.09).  

None of the topics received average ratings below the useful level. 

 MS principals rated the following topics as most useful: research-based best practices for 

both leadership and instruction (3.88), staff development directions for the campus (3.60), 

technology tools for administrators and for classroom instruction (3.56), and analyzing student 

data and using them for both instruction and school change (3.56).  The topics of least use were 

guiding an organization through the change process (3.08); problem solving strategies and tools 

(3.04); working with parents of diverse education, economic, and ethnic backgrounds (2.96); and 

making the most of shrinking budgets (2.92).  

 HS principals found the following topics to be most useful: analyzing student data and 

using them to influence both instruction and school change (3.82), changing federal and state 

accountability standards (3.73), legal issues (3.64), and technology tools available for 

administrators and for classroom instruction (3.59).  The topics of least use were guiding an 

organization through the change process (3.10); consensus building (3.00); making the most of 

shrinking budgets (2.86); and creative thinking, including asking the right questions (2.82).  

 Principals in other settings found the following topics to be most useful: changing federal 

and state accountability standards (3.30), legal issues (3.20), campus improvement efforts (3.10), 

and research-based best practices for both leadership and instruction (3.10).  Topics of least 

usefulness included leading learning for increasingly diverse ethnic backgrounds of students 

(2.70) and working with parents of diverse education, economic, and ethnic backgrounds (2.40).  
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Additionally, five topics shared the same third lowest average rating of 2.80.  These were 

creating and/or changing campus culture and climate for collaborative learning; guiding an 

organization through the change process; management skills, including planning, organizing, 

directing, and supervision; making the most of shrinking budgets; and consensus building.  Two 

additional topics received average ratings below the useful level and were problem solving 

strategies and tools and creative thinking, including asking the right questions.  

 Another demographic variable in Part A of the survey was the school community by 

urban, suburban, or rural setting.  Table 4.23 illustrates the professional learning usefulness 

perceptions of principals from each of these settings.  Urban principals rated the following topics 

as most useful, each with an average rating of 3.60: consensus building, analyzing student data 

and using them to influence both instruction and school change, and research-based best 

practices for both leadership and instruction.  The topic with the fourth highest average rating of 

3.40 was leading learning for English language learners.  The topics of least value included clear 

communication strategies (2.78); working with parents of diverse education, economic, and 

ethnic backgrounds (2.60); and creative thinking, including asking the right questions (2.54).  

Two additional topics shared the third lowest average rating of 2.80.  These two topics were 

leading learning for increasingly diverse ethnic backgrounds of students and guiding an 

organization through the change process.  Shared leadership was the only other topic to receive 

an average rating below the useful level (2.90) by this group of principals.  
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Table 4.22  

Principal Perceptions of District Professional Development Topic Usefulness – School Setting 
Rating Averages 

Topic ES MS HS Other 

Changing federal and state accountability 3.64 3.48 3.73 3.30 

Legal issues 3.61 3.20 3.64 3.20 

Working with parents of diverse education, economic, and ethnic 
backgrounds 3.16 2.96 3.23 2.40 

Leading learning for English language learners 3.38 3.17 3.18 3.00 

Leading learning for increasingly diverse ethnic backgrounds of students 3.30 3.12 3.14 2.70 

Response to intervention 3.51 3.48 3.32 3.00 

Creating and/or changing campus culture and climate for collaborative 
learning 3.48 3.32 3.14 2.80 

Problem solving strategies and tools 3.35 3.04 3.18 2.90 

Shared leadership 3.33 3.32 3.27 3.00 

Technology tools available for administrators and for classroom 
instruction 3.70 3.56 3.59 3.00 

Campus improvement efforts 3.65 3.32 3.32 3.10 

Guiding an organization through the change process 3.38 3.08 3.10 2.80 

Management skills, including planning, organizing, directing, and 
supervision 3.24 3.28 3.27 2.80 

Curriculum development 3.53 3.44 3.36 3.20 

Staff development directions for the campus 3.46 3.60 3.27 3.00 

Making the most of shrinking budgets 3.09 2.92 2.86 2.80 

Consensus building 3.28 3.16 3.00 2.80 

Analyzing student data and using them to influence both instruction and 
school change 3.67 3.56 3.82 3.00 

Research-based best practices for both leadership and instruction 3.73 3.88 3.50 3.10 

Clear communication strategies 3.25 3.28 3.24 3.00 

Examining student work as a vehicle for improved leadership and 
instructional practices 3.48 3.16 3.41 3.00 

Creative thinking, including asking the right questions 3.39 3.24 2.82 2.90 

 

 Suburban principals rated the following professional learning as most useful: research-

based best practices for both leadership and instruction (3.71), analyzing student data and using 
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them to influence both instruction and school change (3.66), technology tools available for 

administrators and for classroom instruction (3.66), and changing federal and state accountability 

standards (3.64).  The least useful topics included management skills, including planning, 

organizing, directing, and supervision (3.25); consensus building (3.21); working with parents of 

diverse education, economic, and ethnic backgrounds (3.19); and making the most of shrinking 

budgets (3.05).  No topics received average ratings below the useful level. 

 Rural principals rated the following professional learning as most useful: changing 

federal and state accountability standards (3.20), research-based best practices for both 

leadership and instruction (3.00), and legal issues (3.0).  These were the only three topics 

receiving average ratings at or above the level of useful by this group of principals.  The topics 

of least value, each with an average rating of 1.40, included working with parents of diverse 

education, economic, and ethnic backgrounds; leading learning for English language learners; 

and leading learning for increasingly diverse ethnic backgrounds of students.  Making the most 

of shrinking budgets (1.80) received the fourth lowest average rating by this group.  

 A third campus demographic utilized for analysis was the size of the campus itself.  Table 

4.24 describes the value of district professional learning perceptions of principals from various 

campus sizes.  Principals of campuses with less than 550 students rated the following topics as 

having the greatest use: analyzing student data and using them to influence both instruction and 

school change (3.72), research-based best practices for both leadership and instruction (3.71), 

campus improvement efforts (3.63), and changing federal and state accountability (3.60).  The 

topics of least usefulness for this group included consensus building (3.17); management skills, 

including planning, organizing, directing, and supervision (3.15); working with parents of 
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diverse education, economic, and ethnic backgrounds (3.13); and making the most of shrinking 

budgets (3.10).  No provided topic received an average rating below the useful level. 

Table 4.23  

Principal Perceptions of District Professional Development Topics Usefulness – School 
Community Setting Averages 

Topic Urban Suburban Rural 

Changing federal and state accountability 3.30 3.64 3.20 

Legal issues 3.20 3.56 3.00 
Working with parents of diverse education, economic, and ethnic 
backgrounds 2.60 3.19 1.40 

Leading learning for English language learners 3.40 3.35 1.40 
Leading learning for increasingly diverse ethnic backgrounds of 
students 2.80 3.30 1.40 

Response to intervention 3.20 3.48 2.80 
Creating and/or changing campus culture and climate for 
collaborative learning 3.20 3.38 2.80 

Problem solving strategies and tools 3.20 3.26 2.60 

Shared leadership 2.90 3.34 2.80 
Technology tools available for administrators and for classroom 
instruction 3.30 3.66 2.80 

Campus improvement efforts 3.30 3.54 2.80 

Guiding an organization through the change process 2.80 3.29 2.80 
Management skills, including planning, organizing, directing, and 
supervision 3.10 3.25 2.60 

Curriculum development 3.20 3.51 2.80 

Staff development directions for the campus 3.20 3.47 2.80 

Making the most of shrinking budgets 3.00 3.05 1.80 

Consensus building 3.60 3.21 2.60 
Analyzing student data and using them to influence both instruction 
and school change 3.60 3.66 2.80 

Research-based best practices for both leadership and instruction 3.60 3.71 3.00 

Clear communication strategies 2.78 3.29 2.80 
Examining student work as a vehicle for improved leadership and 
instructional practices 3.00 3.47 2.80 

Creative thinking, including asking the right questions 2.54 3.32 2.00 
 

 Principals of campuses with 550 to 749 students rated the following topics as having the 

greatest use: technology tools available for administrators and for classroom instruction (3.78), 
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changing federal and state accountability standards (3.69), legal issues (3.64), and research-based 

best practices for both leadership and instruction (3.64).  The topics with the least usefulness for 

these principals included clear communication strategies (3.22); leading learning for increasingly 

diverse ethnic backgrounds of students (3.20); working with parents of diverse education, 

economic, and ethnic backgrounds (3.11); and consensus building (3.07).  No topic received an 

average rating below the useful level from this group. 

 Principals of campus with 750 to 1,200 students rated the following topics as having the 

greatest use: research-based best practices for both leadership and instruction (3.69), curriculum 

development (3.48), and staff development directions for the campus (3.46).  Two additional 

topics received the fourth highest average rating of 3.45.  These were changing federal and state 

accountability and technology tools available for administrators and for classroom instruction.  

The least useful topics for these principals included problem solving strategies and tools (3.00); 

working with parents of diverse education, economic, and ethnic backgrounds (2.97); and 

making the most of shrinking budgets (2.86).  Two topics received the fourth lowest average 

rating of 3.10.  These topics were guiding an organization through the change process and 

management skills, including planning, organizing, directing, and supervision. 

 Principals of campuses with more than 1,200 students rated the following topics as 

having the greatest use: analyzing student data and using them to influence both instruction and 

school change (3.93), legal issues (3.67), and research-based best practices for both leadership 

and instruction (3.67).  Two topics received the fourth highest average rating of 3.60.  These 

were changing federal and state accountability and technology tools available for administrators 

and for classroom instruction.  The topics with least value for this group of principals included 

guiding an organization through the change process (2.93); making the most of shrinking budgets 
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(2.73); and creative thinking, including asking the right questions (2.73).  Three additional topics 

received the fourth lowest average rating of 3.00.  These were leading learning for English 

language learners, leading learning for increasingly diverse ethnic backgrounds of students, and 

consensus building.  

 District size was another demographic variable examined in this research study.  Table 

4.25 illustrates the usefulness perceptions of principals as they related to district size.  Principals 

from districts smaller than 10,000 students rated the topics with the most usefulness as changing 

federal and state accountability standards (3.53), technology tools available for administrators 

and for classroom instruction (3.37), legal issues (3.32), and curriculum development (3.32).  

The topics of least usefulness for this group included creative thinking, including asking the right 

questions (2.79); consensus building (2.74); working with parents of diverse education, 

economic, and ethnic backgrounds (2.63); and leading learning for increasingly diverse ethnic 

backgrounds of students (2.63).  Five additional topics received average ratings below the useful 

level from this group.  These were leading learning for English language learners; problem 

solving strategies and tools; guiding an organization through the change process; management 

skills, including planning, organizing, directing, and supervision; making the most of shrinking 

budgets; and clear communication strategies.  
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Table 4.24 

Principal Perceptions of District Professional Development Topics Usefulness – Campus Size 

Topic < 550 550-749 750-1,200 > 1,200 

Changing federal and state accountability 3.60 3.69 3.45 3.60 

Legal issues 3.48 3.64 3.28 3.67 

Working with parents of diverse education, economic, and ethnic 
backgrounds 3.13 3.11 2.97 3.07 

Leading learning for English language learners 3.33 3.38 3.18 3.00 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.27 3.20 3.17 3.00 

Response to intervention 3.56 3.40 3.38 3.27 

Creating and/or changing campus culture and climate for 
collaborative learning 3.38 3.42 3.31 3.07 

Problem solving strategies and tools 3.35 3.29 3.00 3.13 

Shared leadership 3.27 3.33 3.34 3.13 

Technology tools available for administrators and for classroom 
instruction 3.54 3.78 3.45 3.60 

Campus improvement efforts 3.63 3.56 3.38 3.13 

Guiding an organization through the change process 3.36 3.29 3.10 2.93 

Management skills, including planning, organizing, directing, and 
supervision 3.15 3.33 3.10 3.33 

Curriculum development 3.40 3.53 3.48 3.40 

Staff development directions for the campus 3.29 3.57 3.46 3.33 

Making the most of shrinking budgets 3.10 3.07 2.86 2.73 

Consensus building 3.17 3.24 3.17 3.00 

Analyzing student data and using them to influence both instruction 
and school change 3.72 3.62 3.31 3.93 

Research-based best practices for both leadership and instruction 3.71 3.64 3.69 3.67 

Clear communication strategies 3.23 3.22 3.28 3.21 

Examining student work as a vehicle for improved leadership and 
instructional practices 3.35 3.43 3.41 3.53 

Creative thinking, including asking the right questions 3.36 3.29 3.21 2.73 

 

 Campus leaders from districts sized 10,000 to 30,000 students included the following 

topics of professional learning as most useful: research-based best practices for both leadership 
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and instruction (3.58), changing federal and state accountability standards (3.57), analyzing 

student data and using them to influence both instruction and school change (3.54), and legal 

issues (3.47).  The topics of least usefulness for this group included consensus building (2.95); 

leading learning for increasingly diverse ethnic backgrounds of students (2.92); working with 

parents of diverse education, economic, and ethnic backgrounds (2.85); and making the most of 

shrinking budgets (2.77).  Problem solving strategies and tools also received an average rating 

below the useful level by this group. 

 Principals serving in districts with more than 30,000 students included the following 

topics of professional learning as most useful: research-based best practices for leadership and 

instruction (3.98), technology tools available for administrators and for classroom instruction 

(3.91), curriculum development (3.82), and analyzing student data and using them to influence 

both instruction and school change (3.82).  The topics with the least usefulness for this group 

included shared leadership (3.51); management skills, including planning, organizing, directing, 

and supervision (3.51); guiding an organization through the change process (3.50); and making 

the most of shrinking budgets (3.30).  None of the 22 topics included in the survey received 

average ratings of less than useful from this principal group. 
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Table 4.25 

Principal Perceptions of District Professional Development Usefulness – District Size 

Topic <10,000 10,000-30,000 >30,000 

Changing federal and state accountability 3.53 3.57 3.65 
Legal issues 3.32 3.47 3.60 
Working with parents of diverse education, economic, and ethnic 
backgrounds 2.63 2.85 3.53 

Leading learning for English language learners 2.89 3.05 3.69 
Leading learning for increasingly diverse ethnic backgrounds of 
students 2.63 2.92 3.71 

Response to intervention 3.16 3.37 3.62 
Creating and/or changing campus culture and climate for 
collaborative learning 3.05 3.15 3.60 

Problem solving strategies and tools 2.95 2.97 3.60 
Shared leadership 3.05 3.13 3.51 
Technology tools available for administrators and for classroom 
instruction 3.37 3.40 3.91 

Campus improvement efforts 3.26 3.33 3.71 
Guiding an organization through the change process 2.95 3.07 3.50 
Management skills, including planning, organizing, directing, and 
supervision 2.89 3.05 3.51 

Curriculum development 3.32 3.17 3.82 
Staff development directions for the campus 3.00 3.25 3.81 
Making the most of shrinking budgets 2.89 2.77 3.30 
Consensus building 2.74 2.95 3.56 
Analyzing student data and using them to influence both 
instruction and school change 3.26 3.54 3.82 

Research-based best practices for both leadership and instruction 3.11 3.58 3.98 
Clear communication strategies 2.89 3.05 3.55 
Examining student work as a vehicle for improved leadership and 
instructional practices 3.16 3.20 3.69 

Creative thinking, including asking the right questions 2.79 3.12 3.52 
 

 One of the student demographic variables considered in this study was the percentage of 

economically disadvantaged students served by the campus.  Table 4.26 documents the results 

from these groups of campus leaders.  Principals serving campuses with 0% to 9% of students 

who were economically disadvantaged considered the following district professional learning to 

be most useful: legal issues (3.76), technology tools available for administrators and for 

classroom instruction (3.72), research-based best practices for both leadership and instruction 
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(3.69), and staff development directions for the campus (3.67).  The topics of least usefulness for 

this group included leading learning for English language learners (3.29); leading learning for 

increasingly diverse ethnic backgrounds of students (3.24); making the most of shrinking 

budgets (3.21); and working with parents of diverse education, economic, and ethnic 

backgrounds (3.14).  None of the surveyed topics received an average rating below the useful 

level from this group. 

 Principals serving campuses with 10% to 25% of students who are economically 

disadvantaged considered the most useful learning to include research-based best practices for 

both leadership and instruction (3.69), analyzing student data and using them to influence both 

instruction and school change (3.59), and technology tools available for administrators and for 

classroom instruction (3.57).  Two topics shared the fourth highest average rating of 3.48 and 

were changing federal and state accountability and response to intervention.  The topics of least 

value to this group included consensus building (3.00); working with parents of diverse 

education, economic, and ethnic backgrounds (2.88); and making the most of shrinking budgets 

(2.79).  Two additional topics shared the fourth lowest average rating of 3.02 and were leading 

learning for English language learners and leading learning for increasingly diverse ethnic 

backgrounds of students.  

 Campus principals working with 26% to 50% economically disadvantaged students 

considered the most useful learning to include: changing federal and state accountability 

standards (3.75), research-based best practices for both leadership and instruction (3.59), and 

legal issues (3.50).  Additionally, the following two topics shared the fourth highest average 

rating of 3.48: (a) technology tools available for administrators and for classroom instruction and 

(b) campus improvement efforts.  The topics of least usefulness for this group included 
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consensus building (3.13); problem solving strategies and tools (3.13); working with parents of 

diverse education, economic, and ethnic backgrounds (3.05); and making the most of shrinking 

budgets (2.83).  No additional topics received average ratings below the useful level. 

 Principals working on campuses where more than 50% of the students are classified as 

economically disadvantaged found the following district topics to be of the greatest use: leading 

learning for English language learners (3.81), research-based best practices for both leadership 

and instruction (3.77), technology tools available for administrators and for classroom instruction 

(3.73), and curriculum development (3.65).  The topic rated least useful was legal issues (2.46).  

Three topics shared the second lowest average rating of 3.35 by these principals.  These were 

working with parents of diverse education, economic, and ethnic backgrounds; creating and/or 

changing campus culture and climate for collaborative learning; and management skills, 

including planning, organizing, directing, and supervision.  

 Principals serve campuses with a range of LEP students.  Table 4.27 reflects the 

perceptions of these principals regarding the usefulness of the professional learning provided by 

their districts as broken down by the percentages of LEP students they served.  Principals on 

campuses where only 0% to 9% of the students are considered LEP found the most useful 

district-provided professional learning to include the following: research-based best practices for 

both leadership and instruction (3.64), changing federal and state accountability standards (3.57), 

technology tools available for administrators and for classroom instruction (3.55), and analyzing 

student data and using them to influence both instruction and school change (3.54).  The topics 

of least usefulness included consensus building (3.09); leading learning for increasingly diverse 

ethnic backgrounds of students (3.03); working with parents of diverse education, economic, and 
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ethnic backgrounds (2.93); and making the most of shrinking budgets (2.88).  The last two in the 

preceding list were the only topics with average ratings below the useful level. 

Table 4.26 

Principal Perceptions of District Professional Development Usefulness – Percentage of 
Economically Disadvantaged Students on Campus 

Topic 0-9% 10-25% 26-50% > 50% 

Changing federal and state accountability 3.66 3.48 3.75 3.50 

Legal issues 3.76 3.38 3.50 2.46 

Working with parents of diverse education, economic, and 
ethnic backgrounds 3.14 2.88 3.05 3.35 

Leading learning for English language learners 3.29 3.02 3.20 3.81 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.24 3.02 3.20 3.42 

Response to intervention 3.45 3.48 3.33 3.54 

Creating and/or changing campus culture and climate for 
collaborative learning 3.38 3.38 3.28 3.35 

Problem solving strategies and tools 3.38 3.10 3.13 3.46 

Shared leadership 3.41 3.19 3.23 3.42 

Technology tools available for administrators and for classroom 
instruction 3.72 3.57 3.48 3.73 

Campus improvement efforts 3.52 3.43 3.48 3.62 

Guiding an organization through the change process 3.38 3.10 3.18 3.38 

Management skills, including planning, organizing, directing, 
and supervision 3.38 3.10 3.15 3.35 

Curriculum development 3.62 3.16 3.33 3.65 

Staff development directions for the campus 3.67 3.31 3.30 3.54 

Making the most of shrinking budgets 3.21 2.79 2.83 3.38 

Consensus building 3.32 3.00 3.13 3.38 

Analyzing student data and using them to influence both 
instruction and school change 3.59 3.59 3.17 3.62 

Research-based best practices for both leadership and instruction 3.69 3.69 3.59 3.77 

Clear communication strategies 3.31 3.10 3.21 3.42 

Examining student work as a vehicle for improved leadership 
and instructional practices 3.57 3.29 3.40 3.46 

Creative thinking, including asking the right questions 3.38 3.05 3.23 3.38 
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 Campuses serving 10% to 25% students classified as LEP had principals who found the 

following topics to be of great use: analyzing student data and using them to influence both 

instruction and school change (3.73), changing federal and state accountability (3.70), research-

based best practices for both leadership and instruction (3.69), and technology tools available for 

administrators and for classroom instruction (3.59).  Topics of least usefulness included guiding 

an organization through the change process (3.19), problem solving strategies and tools (3.14), 

consensus building (3.14), and making the most of shrinking budgets (2.92).  Making the most of 

shrinking budgets was the only topic receiving an average rating below the useful level by these 

principals. 

 Principals serving students populations with 26% to 50% LEP considered the following 

topics to be of most use: research-based best practices for both leadership and instruction (3.75), 

response to intervention (3.67), and examining student work as a vehicle for improved leadership 

and instructional practices (3.67).  Six topics shared the fourth highest average rating of 3.58.  

These six were leading learning for English language learners, problem solving strategies and 

tools, technology tools available for administrators and for classroom instruction, campus 

improvement efforts, curriculum development, and analyzing student data and using them to 

guide both instruction and school change.  The topics of least usefulness for this group of 

principals included leading learning for increasingly diverse ethnic backgrounds of students 

(3.33); guiding an organization through the change process (3.33); legal issues (3.25); and 

working with parents of diverse education, economic, and ethnic backgrounds (3.17).  No single 

topic received an average rating of less than useful from this group of principals. 

 Principals leading campuses where more than 50% of the students are considered LEP 

rated the following topics as most useful: technology tools available for administrators and for 
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classroom instruction (4.00), analyzing student data and using them to influence both instruction 

and school change (3.85), and legal issues (3.85). Additionally, two topics shared the fourth 

highest average rating of 3.77.  These topics were leading learning for English language learners 

and research-based best practices for both leadership and instruction.  The least useful topics for 

these principals included creating and/or changing campus culture and climate for collaborative 

learning (3.38); clear communication strategies (3.38); management skills, including planning, 

organizing, directing, and supervision (3.31); and creative thinking, including asking the right 

questions (3.31).  None of the 22 topics used in this survey received an average rating below the 

useful level from this subgroup of principals. 

 Principal gender was considered another demographic variable with a possible impact on 

principal perceptions. Table 4.28 documents the average ratings of principal perceptions of 

professional learning value for both male and female principals. Male principals found the 

following   topics to be of the greatest value: research-based best practices for both leadership 

and instruction (3.67), analyzing student data and using them to influence both instruction and 

school change (3.57), technology tools available for administrators and classroom instruction 

(3.47), and curriculum development (3.43).  The topics of least value included working with 

parents of diverse education, economic, and ethnic backgrounds (3.12); guiding an organization 

through the change process (3.06); making the most of shrinking budgets (3.00); and consensus 

building (2.98).  No other topics included in the survey received an average rating below the 

usefulness level from this group of principals.  
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Table 4.27 

Principal Perceptions of District Professional Development Topics Usefulness by Percentage of 
LEP Students on the Campus 

Topic 0-9% 10-25% 26-50% > 50% 

Changing federal and state accountability 3.57 3.70 3.50 3.54 

Legal issues 3.48 3.54 3.25 3.85 

Working with parents of diverse education, economic, and 
ethnic backgrounds 2.93 3.22 3.17 3.46 

Leading learning for English language learners 3.11 3.35 3.58 3.77 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.03 3.27 3.33 3.54 

Response to intervention 3.47 3.30 3.67 3.46 

Creating and/or changing campus culture and climate for 
collaborative learning 3.32 3.35 3.42 3.38 

Problem solving strategies and tools 3.19 3.14 3.58 3.46 

Shared leadership 3.24 3.24 3.50 3.54 

Technology tools available for administrators and for classroom 
instruction 3.55 3.59 3.58 4.00 

Campus improvement efforts 3.48 3.43 3.58 3.69 

Guiding an organization through the change process 3.19 3.19 3.33 3.54 

Management skills, including planning, organizing, directing, 
and supervision 3.16 3.22 3.50 3.31 

Curriculum development 3.43 3.41 3.58 3.69 

Staff development directions for the campus 3.34 3.49 3.50 3.62 

Making the most of shrinking budgets 2.88 2.92 3.50 3.46 

Consensus building 3.09 3.14 3.50 3.46 

Analyzing student data and using them to influence both 
instruction and school change 3.54 3.73 3.58 3.85 

Research-based best practices for both leadership and instruction 3.64 3.69 3.75 3.77 

Clear communication strategies 3.16 3.25 3.50 3.38 

Examining student work as a vehicle for improved leadership 
and instructional practices 3.35 3.35 3.67 3.69 

Creative thinking, including asking the right questions 3.11 3.39 3.50 3.31 

 

 Female principals found the following topics to be of the greatest value: changing federal 

and state accountability standards (3.73), technology tools available for administrators and for 
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classroom instruction (3.69), research-based best practices for both leadership and instruction 

(3.68), and analyzing student data and using them to influence both instruction and school 

change (3.66).  The topics of least value for these principals included leading learning for 

increasingly diverse ethnic backgrounds of students (3.23); management skills, including 

planning, organizing, directing, and supervision (3.22); working with parents of diverse 

education, economic, and ethnic backgrounds (3.06); and making the most of shrinking budgets 

(3.00).  However, none of the topics were found to have an average rating of less than useful by 

the female principals. 

 The number of years of experience of campus principals was another demographic 

variable considered in this study as the variable could have influenced perceptions of the 

usefulness of professional learning provided by school districts.  Table 4.29 describes the 

average ratings of principals with various levels of experience as it relates to the usefulness of 

district professional learning.  Principals with less than 5 years of experience found the greatest 

value in professional learning about research-based best practices for both leadership and 

instruction (3.88), technology tools available for administrators and for classroom instruction 

(3.79), and changing federal and state accountability (3.77).  Additionally, the two topics of 

campus improvement efforts and analyzing student data and using them to influence both 

instruction and school change shared the fourth highest average rating of 3.62.  The topics of 

least value included consensus building (3.31); leading learning for increasingly diverse ethnic 

backgrounds of students (3.29); working with parents of diverse education, economic, and ethnic 

backgrounds (3.15); and making the most of shrinking budgets (3.15).  Each topic included in the 

study received an average rating above the usefulness level from this group of principals. 
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Table 4.28 

Principal Perceptions of District Professional Development Topics Usefulness – Gender of 
Principal 

Topic Male Female 

Changing federal and state accountability 3.37 3.73 

Legal issues 3.33 3.62 

Working with parents of diverse education, economic, and ethnic backgrounds 3.12 3.06 

Leading learning for English language learners 3.22 3.31 

Leading learning for increasingly diverse ethnic backgrounds of students 3.14 3.23 

Response to intervention 3.41 3.45 

Creating and/or changing campus culture and climate for collaborative learning 3.20 3.43 

Problem solving strategies and tools 3.20 3.26 

Shared leadership 3.22 3.34 

Technology tools available for administrators and for classroom instruction 3.47 3.69 

Campus improvement efforts 3.35 3.58 

Guiding an organization through the change process 3.06 3.34 

Management skills, including planning, organizing, directing, and supervision 3.22 3.22 

Curriculum development 3.43 3.48 

Staff development directions for the campus 3.39 3.44 

Making the most of shrinking budgets 3.00 3.00 

Consensus building 2.98 3.29 

Analyzing student data and using them to influence both instruction and school 
change 3.57 3.66 

Research-based best practices for both leadership and instruction 3.67 3.68 

Clear communication strategies 3.16 3.28 

Examining student work as a vehicle for improved leadership and instructional 
practices 3.37 3.44 

Creative thinking, including asking the right questions 3.24 3.24 

 

 Principals with 5 to 10 years of experience found the greatest value in professional 

learning about changing federal and state accountability standards (3.50), analyzing student data 
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and using them to influence both instruction and school change (3.47), and campus improvement 

efforts (3.41).  The two additional topics of legal issues and research-based best practices for 

both leadership and instruction received the fourth highest average rating of 3.35.  The topics of 

least usefulness included working with parents of diverse education, economic, and ethnic 

backgrounds (2.98); leading learning for increasingly ethnic backgrounds of students (2.93); and 

making the most of shrinking budgets (2.87).  Two additional topics if consensus building and 

guiding an organization through the change process received the fourth lowest average rating of 

3.04. 

 Principals with more than 10 years of experience found the greatest value in professional 

learning related to analyzing student data and using them to influence both instruction and school 

change (3.82), research-based best practices for both leadership and instruction (3.79), legal 

issues (3.72), and technology tools available for administrators and for classroom instruction 

(3.69).  The topics of least value for this group of principals were management skills, including 

planning, organizing, directing, and supervision (3.13); working with parents of diverse 

education, economic, and ethnic backgrounds (3.10); and making the most of shrinking budgets 

(2.95).  Additionally three topics shared the fourth lowest average rating of 3.15; these were 

consensus building; clear communication strategies; and creative thinking, including asking the 

right questions.  

The final demographic variable representing principal participants was the highest degree 

attained by those principals.  Table 4.30 summarizes the results for this breakdown of research 

study participants.  Principals having earned a master’s degree considered the following topics to 

be the most useful: research-based best practices for both leadership and instruction (3.66), 

analyzing student data and using them to influence both instruction and school change (3.63), 



159 

technology tools available for administrators and for classroom instruction (3.59), and changing 

federal and state accountability (3.58).  The topics of least usefulness for this group of principals 

included consensus building (3.13); working with parents of diverse education, economic, and 

ethnic backgrounds (3.11); and making the most of shrinking budgets (3.03).  Two topics 

received the fourth highest average rating of 3.21.  These were leading learning for increasingly 

diverse ethnic backgrounds of students and management skills, including planning, organizing, 

directing, and supervision.  All provided topics received average ratings above the usefulness 

level by this group of principals. 

 Principals having earned a doctoral degree considered research-based best practices for 

both leadership and instruction (3.80), changing federal and state accountability standards (3.70), 

technology tools available for administrators and for classroom instruction (3.70), and legal 

issues (3.65) to be the most useful of the district topics.  The least useful for this group of 

principals included leading learning for increasingly diverse ethnic backgrounds of students 

(3.10); working with parents of diverse education, economic, and ethnic backgrounds (2.90); 

leading learning for English language learners (2.90); and making the most of shrinking budgets 

(2.85).  No additional topics received average ratings below the usefulness level by this group of 

principals.  
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Table 4.29 

Principal Perceptions of District Professional Development Topics Usefulness by Number of 
Years of Principal Experience 

Topic < 5 years 5-10 years > 10 years 

Changing federal and state accountability 3.77 3.50 3.49 

Legal issues 3.50 3.35 3.72 

Working with parents of diverse education, economic, and ethnic 
backgrounds 3.15 2.98 3.10 

Leading learning for English language learners 3.44 3.11 3.26 

Leading learning for increasingly diverse ethnic backgrounds of 
students 3.29 2.93 3.38 

Response to intervention 3.56 3.33 3.41 

Creating and/or changing campus culture and climate for collaborative 
learning 3.48 3.30 3.21 

Problem solving strategies and tools 3.38 3.09 3.21 

Shared leadership 3.40 3.20 3.26 

Technology tools available for administrators and for classroom 
instruction 3.79 3.33 3.69 

Campus improvement efforts 3.62 3.41 3.44 

Guiding an organization through the change process 3.42 3.04 3.21 

Management skills, including planning, organizing, directing, and 
supervision 3.40 3.09 3.13 

Curriculum development 3.60 3.22 3.56 

Staff development directions for the campus 3.52 3.25 3.49 

Making the most of shrinking budgets 3.15 2.87 2.95 

Consensus building 3.31 3.04 3.15 

Analyzing student data and using them to influence both instruction 
and school change 3.62 3.47 3.82 

Research-based best practices for both leadership and instruction 3.88 3.35 3.79 

Clear communication strategies 3.40 3.11 3.15 

Examining student work as a vehicle for improved leadership and 
instructional practices 3.50 3.29 3.44 

Creative thinking, including asking the right questions 3.35 3.17 3.15 

 



161 

Table 4.30 

Principal Perceptions of District Professional Development Topics Usefulness by Principal 
Education  

Topic 

Degree 

Masters Doctorate 
Changing federal and state accountability 3.58 3.70 
Legal issues 3.49 3.65 
Working with parents of diverse education, economic, and ethnic backgrounds 3.11 2.90 
Leading learning for English language learners 3.34 2.90 
Leading learning for increasingly diverse ethnic backgrounds of students 3.21 3.10 
Response to intervention 3.43 3.50 
Creating and/or changing campus culture and climate for collaborative learning 3.32 3.45 
Problem solving strategies and tools 3.23 3.25 
Shared leadership 3.28 3.35 
Technology tools available for administrators and for classroom instruction 3.59 3.70 
Campus improvement efforts 3.50 3.45 
Guiding an organization through the change process 3.22 3.30 
Management skills, including planning, organizing, directing, and supervision 3.21 3.30 
Curriculum development 3.46 3.45 
Staff development directions for the campus 3.43 3.40 
Making the most of shrinking budgets 3.03 2.85 
Consensus building 3.13 3.45 
Analyzing student data and using them to influence both instruction and school 
change 3.63 3.58 

Research-based best practices for both leadership and instruction 3.66 3.80 
Clear communication strategies 3.22 3.35 
Examining student work as a vehicle for improved leadership and instructional 
practices 3.40 3.50 

Creative thinking, including asking the right questions 3.23 3.25 

Principal Perceptions of Usefulness as Discovered Through Interviews 

 Principals then responded regarding the topics that they though provided the greatest 

benefit for their school districts.  Three trends developed through the constant comparison 

analysis. The first category that emerged was management topics. Principals found several 

management topics provided by the local school district to be of use for them. Responses 

included references to legal issues, special education and §504 requirements, and technology 

updates. Multiple references to these management issues led to the emergence of this trend. 
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Interviewed principals generally found these management topics to be timely and important. 

Additionally, one principal indicated his district’s attempts to focus on instruction and 

leadership, rather than management development, was frustrating. This frustration resulted from 

a lack of information on changing policies and procedures.  

 A second category was leadership topics. Principals found several leadership topics 

provided by the local school district to be useful. Reponses included references to instructional 

best practices, coaching, and professional learning communities. One interviewed principal 

discussed the value of continued work in that area, both at the district and campus levels, as 

dependent on common understanding and vision held for professional collaboration that resulted 

from the original district training.  

Relationship Between Topic Importance, Topics Provided, and Usefulness of Those Provided 
Topics as Noted by Principals 

 Several linear regression analyses were conducted using the average ratings received for 

each topic.   

1. A correlation coefficient, or Pearson r, was calculated for each individual topic for its 

importance rating and its district provided rating.   

2. A correlation coefficient, or Pearson r, was calculated for each individual topic for its 

usefulness rating and its district provided rating.  

3. A correlation coefficient, or Pearson r, was calculated for each individual topic for its 

importance rating and its district provided usefulness rating.   

Table 4.31 shows the correlation coefficients.  
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Relationship Between Topic Importance and Topics Provided as Noted by Principals 

 None of the relationships between topic importance and district provided learning 

opportunities reached the 0.50 to 0.70 range required to be considered a moderate correlation 

(Hinkle et al., 1998). The three highest correlations in this group included the following topics: 

changing federal and state accountability standards, problem solving strategies and tools, and 

creative thinking, including asking the right questions, although each of these relationships had 

correlation coefficients insufficient to signify a moderate relationship.  

 Changing federal and state accountability standards had a relationship between 

importance and provided as demonstrated by r = 0.46.  This was a topic that received average 

importance ratings above the very important level from the principals (4.15). Additionally, this 

topic received provided average ratings between the adequate/appropriate and the very adequate 

level by principals (3.40).   

Problem solving strategies and tools had a relationship between importance and provided 

as demonstrated by r = 0.40.  This was a topic that received average importance ratings above 

the important level from principals (3.84). Additionally, this topic received provided average 

ratings above the adequate/appropriate level by principals (3.09).  

Creative thinking, including asking the right questions, had a relationship between 

importance and provided at r = 0.40.  This was a topic that received average importance ratings 

above the very important level by principals (4.09). Additionally, this topic received provided 

average ratings above the adequate/appropriate level by principals (3.02).   

The only negative correlation found in this study was between importance and district 

provided learning for the topic of leading learning for increasingly diverse ethnic backgrounds of 

students.  This negative relationship, with a correlation coefficient of r = -0.03, was considered 

very small, if any relationship existed at all (Hinkle et al., 1998).  This topic received an average 
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importance rating of between the important and very important level by principals (3.92).  

Additionally, this topic received provided average ratings below the adequate/appropriate level 

by principals (2.84).  The correlation coefficient suggested the relationship between topic 

importance and topic provision to be inappropriate given the relative importance assigned to the 

topic.  

Relationship Between Topic Usefulness and Topics Provided as Noted by Principals 

 Several of the relationships between district provided learning and the usefulness of that 

learning were stronger than those found above. In fact, six topics had a correlation coefficients 

greater than, or equal to, r = 0.60. Each of these correlations fell within the 0.50 to 0.70 range 

considered a moderate positive correlation by Hinkle et al. (1998).   

Problem solving strategies and tools had a relationship between staff development 

usefulness and topic provision at r = 0.68.  This was a topic that received average usefulness 

ratings above the useful level by principals (3.23). Additionally, this topic received provided 

average ratings above the adequate/appropriate level by principals (3.09).  

Creative thinking, including asking the right questions, had a relationship between staff 

development usefulness and topic provision at r = 0.65.  This topic received average usefulness 

ratings above the useful level by principals (3.24).  Additionally, this topic received provided 

average ratings above the adequate/appropriate level by principals (3.02).  

Examining student work as a vehicle for improved leadership and instructional practices 

had a relationship between staff development usefulness and topic provision at r = 0.63.  This 

topic received average usefulness ratings above the useful level by principals (3.41).  

Additionally, this topic received provided average ratings at the adequate/appropriate level 

(3.00). 
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Clear communication strategies had a relationship between staff development usefulness 

and topic provision at r = 0.63.  This topic received average usefulness ratings above the useful 

level by principals (3.24).  Additionally, the topic received provided average ratings above the 

adequate/appropriate level (3.07).  

Leading learning for English language learners had a relationship between staff 

development usefulness and topic provision at r = 0.61.  This topic received average usefulness 

ratings above the useful level by principals (3.28).  Additionally, the topic received provided 

average ratings above the adequate/appropriate level (3.12). 

Consensus building had a relationship between staff development usefulness and topic 

provision at the r = 0.60 level.  This topic received average usefulness ratings above the useful 

level by principals (3.18).  This topic received average provided ratings just below the 

adequate/appropriate level by principals (2.99).  

The smallest relationships between provided topic and the usefulness of that professional 

learning, as reflected in a correlation coefficient, were found for the topics of legal issues and 

response to intervention.  These relationships, each at r = 0.42, suggested limited relationship 

between topic provision and the usefulness of that staff development.  However, each of these 

correlation coefficients were higher than the relationships between topic importance and district 

provision for 21 of the 22 topics.  

Legal issues had a relationship between staff development usefulness and topic provision 

at r = 0.42.  This topic received average importance ratings above the useful level by principals 

(3.51).  This topic also received provided average ratings above the adequate/appropriate level 

(3.09).  
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Response to intervention had a relationship between staff development usefulness and 

topic provision at r = 0.42.  This topic received average importance ratings above the useful level 

by principals (3.44).  Additionally, this topic received provided average ratings above the 

adequate/appropriate level by principals (3.09).  

Relationship Between Topic Importance and Topic Usefulness as Noted by Principals 

 The relationships between topic importance and the usefulness of provided district 

training were weaker, as evidenced by lower correlation coefficients.  None of the relationships 

between topic importance and usefulness of district professional development opportunities for 

those topics were within the moderate positive correlation range as defined by Hinkle et al. 

(1998).  The highest correlations in this area were found for the research-based best practices for 

both leadership and instruction.  Three additional topics shared the next highest correlation 

coefficient:  topics: response to intervention, curriculum development, and changing federal and 

state accountability standards.  However, each of these relationships had correlation coefficients 

insufficient to signify a strong relationship. 

Research-based best practices for both leadership and instruction had a relationship 

between topic importance and usefulness of district provided professional development at r = 

0.49.  This topic received an average importance rating above the very important level by 

principals (4.12).  This topic received an average usefulness rating above the useful level by 

principals (3.68). 

Changing federal and state accountability standards had a relationship between topic 

importance and usefulness of district provided professional development at r = 0.46.  This topic 

received an average importance rating above the very useful level by principals (4.15).  This 

topic received an average usefulness rating above the useful level by principals (3.60).  
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Response to intervention had a relationship between topic importance and usefulness of 

district provided professional development, r = 0.46.  This topic received an average importance 

rating above the important level by principals (3.91).  This topic received an average usefulness 

rating above the useful level by principals (3.44).  

Curriculum development had a relationship between topic importance and usefulness of 

district provided professional development at r = 0.46.  This topic received an average 

importance rating above the important level by principals (3.67).  This topic received an average 

usefulness rating above the useful level (3.46). 

The smallest relationship between topic importance and usefulness of training provided 

on that topic was found to be r = 0.23 for the topic of examining student work as a vehicle for 

improved leadership and instructional practices.  This topic received an average importance 

rating at almost the very important level by principals (3.99).  This topic received an average 

usefulness rating above the useful level by principals (3.41).  In summary, of the 66 relationships 

examined through calculation of a correlation coefficient, Pearson r, 65 were found to be 

positive, 14 were found in the moderate correlation range, 31 were found in the low correlation 

range, and 21 were found in the little to no correlation range. 
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Table 4.31 

Relationships between Topic Importance, Topics Provided by School Districts, and Usefulness of 
those Learning Opportunities as measured by the Correlation Coefficient, Pearson r 

Topic 

Pearson r 

Importance and 
District 

Provided 
Opportunities  

District 
Provided 

Opportunities 
and Usefulness 

Importance and 
Usefulness of 

Content 
Provided 

Changing federal and state accountability 0.46 0.50 0.46 

Legal issues 0.08 0.42 0.32 

Working with parents of diverse education, economic, 
and ethnic backgrounds 0.01 0.48 0.25 

Leading learning for English language learners 0.22 0.61 0.40 

Leading learning for increasingly diverse ethnic 
backgrounds of students -0.03 0.50 0.25 

Response to intervention 0.18 0.42 0.46 

Creating and/or changing campus culture and climate for 
collaborative learning 0.29 0.49 0.34 

Problem solving strategies and tools 0.40 0.68 0.39 

Shared leadership 0.29 0.58 0.34 

Technology tools available for administrators and for 
classroom instruction 0.23 0.45 0.38 

Campus improvement efforts 0.31 0.59 0.37 

Guiding an organization through the change process 0.23 0.58 0.32 

Management skills, including planning, organizing, 
directing, and supervision 0.28 0.49 0.39 

Curriculum development 0.26 0.53 0.46 

Staff development directions for the campus 0.28 0.49 0.28 

Making the most of shrinking budgets 0.16 0.58 0.30 

Consensus building 0.34 0.60 0.44 

Analyzing student data and using them to influence both 
instruction and school change 0.26 0.49 0.34 

Research-based best practices for both leadership and 
instruction 0.25 0.51 0.49 

Clear communication strategies 0.20 0.63 0.36 

Examining student work as a vehicle for improved 
leadership and instructional practices 0.27 0.63 0.23 

Creative thinking, including asking the right questions 0.40 0.65 0.31 
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Characteristics of Professional Learning Important to Principals 

Research Question 4 was: What characteristics of professional development do Texas 

principals consider important and meaningful?  The purpose of this research question was to 

assess the perceptions of principals regarding the characteristics of professional learning 

experiences that are most valuable for them.  Principal survey participants were asked to discuss 

the most meaningful professional learning experience they had ever been involved in, what made 

that activity so meaningful, and whether or not that activity had been provided by their local 

school districts.  Additionally, they were asked to describe the general characteristics that made 

professional learning so powerful for them.  

Principal interview participants had the opportunity to describe not only the formats of 

professional learning that were of greatest benefit to them but also the planning processes.  A 

final statement about the importance of professional learning for principals was given by each 

interview participant.   

Principal Perceptions Regarding Meaningful Professional Learning Experiences as Found in 
Survey Data 

 Table 4.32 describes the principal responses when asked about the most meaning 

professional learning participated in.  There were 145 responses to this question.  Their responses 

were not limited to staff development provided by school districts, although 65.7% of the most 

meaningful learning opportunities shared were provided by the local school districts.  Five 

categories were developed from their responses.  These categories included: 

• specific school leadership programs 

• instructional leadership 

• school culture and climate 

• book studies 
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• coaching  

School-specific leadership. School-specific leadership learning included any response 

related to educational and leadership, and each mention included reference to an extended 

learning time of several days, weeks, or months.  Forty-four responses fell within this category. 

Ongoing institutes, such as the Harvard Principal Center and the National Institute for School 

Leadership were specifically noted in this category.  State and National conferences also fell 

within this category, with 17 participants indicating that a particular conference represented their 

most meaningful learning opportunity.  Specific references included the national Title I 

conference, subject-specific conferences, and state level conferences for principals.   

Instructional leadership. The instructional leadership category included responses 

directly related to classroom instruction, curriculum understanding, curriculum development as 

well as those directly related to campus and classroom visits.  Twenty-seven principals 

responded that these opportunities had been particularly meaningful for them.  Several examples 

of professional development for principals before new curriculum, instruction, and assessment 

initiatives were implemented were cited.  Additionally, specific references to participation in 

professional learning experiences with campus teachers were noted in this category.  Six 

principals referred to campus and classroom visits as the most meaningful professional 

development they had engaged in.  Two references were to actual visits to campuses outside the 

participants’ districts, while four responses referred to the walking of classrooms and the 

discussions that ensued with colleagues. 

School Culture and Climate. School culture and climate learning experiences were 

mentioned by a number of respondents.  Specifically, 25 principals included meaningful learning 

on this topic as important to their growth as leaders.  The participant responses falling in this 
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category included working with changing demographics of the community and building a culture 

of academic success for all students.  Additionally, building a collaborative culture within the 

campus was mentioned by several respondents.  Fifteen principals included references to 

professional learning communities in their responses.  This category included responses 

regarding specific training in the development of professional learning communities as well as to 

participation in ongoing professional learning communities themselves.  

Book studies. References to book studies included individual study, small group study, 

and whole-district study as well as workshops and interaction with the actual authors.  Twenty-

five respondents indicated that book studies were a meaningful professional development 

experience for them.  Four principals made specific reference to ongoing dialogue with district 

colleagues on books of common study.  Twenty-one respondents referred specifically to 

workshops presented by authors of education books.  Specific mentions within this category 

included Marcia Tate and Phil Schlechty.  These workshops were both provided by their local 

districts and within out-of-district learning opportunities. 

Coaching. Coaching was the final category developed from the principal survey 

responses.  Twenty-four principals referred to coaching as their most meaningful professional 

development experience. This category included experiences related to organization and time 

management coaching, coaching and communication strategies, as well as one-on-one coaching 

or mentoring.  Coaching strategies training was a topic mentioned by three district administrators 

as initiatives within their districts for principals.  One-on-one coaching or mentoring was referred 

to by three of the respondents as the best professional learning they had experienced.  These 

experiences were individualized for the principals based on their specific needs. 
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Table 4.32 

Most Meaningful Professional Learning Experiences – Principals 

Most Meaningful Professional Learning Experiences Participants (n) 

Specific School Leadership 44 

Instructional Leadership 27 

School Culture/Climate 25 

Book Studies 25 

Coaching 24 

 

Principal Perceptions of What Made These Experiences Meaningful 

 Participants were asked about the characteristics of the learning referred to in the 

previous question.  What made the experience so meaningful?  The responses were then 

categorized.  The number of responses was greater than the number of survey participants in that 

many responses fell into more than one developed category.  These categories included: 

• Relevance 

• Leading to greater depth of understanding and a change in practice 

• Focused 

• Collaborative 

• Differentiated  

Table 4.33 documents the responses for each of the categories developed. 
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Table 4.33 

Principal Session Meaningfulness – Why? 

Characteristic Category Participants (n) 

Relevance 129 

Led to greater depth of understanding/Change in practice 86 

Focus 53 

Collaboration 94 

Differentiated 20 

 

Relevance. Relevancy was an element of meaningful learning that was mentioned many 

times. This category also included references to professional development that was immediately 

useful. 129 principals contributed a response in this category.  In fact, 72 principals specifically 

mentioned relevance as a contributing factor to a meaningful learning experience while 57 

principals specifically mentioned immediacy of use.  Participants indicated that learning that was 

related to their campus and their situation greatly improved the opportunity for it to be 

meaningful.  Specific responses included training tied to new district-wide technology initiatives. 

Participants found it important to be able to immediately implement or use new learning on their 

own campuses.  Several responses were in reference to instructional strategy training for 

principals, an instructional strategy that was a district initiative for the upcoming months.  

Greater depth of understanding and change in practice. Principals valued professional 

learning that led to a greater depth of understanding of the topic at hand and eventually led to a 

change in practice. Eighty-six references to greater understanding and change in practice were 

found within the survey results. Opportunities that led to a greater, or deeper, understanding of 
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knowledge, concepts, and skills were included here.   These greater understandings might have 

been in the area of curriculum and instruction, but the areas of leadership were just as often 

mentioned.  Fifteen responses specifically referred to the greater depth of understanding they had 

achieved about the future of education through district study of the Visioning Document created 

by the Texas Association of School Administrators. Several participants were able to link new 

behaviors to a professional learning activity, such as changes in listening behaviors after 

participating in coaching training.  Four respondents specifically commented that these changes 

in behavior led to improved conferences with parents within a short period of time.   

Focus. The focus of the professional development appeared in a number of survey 

responses. Several contextual elements related to learning focus were referred to as participants 

shared what made their most meaningful professional development so powerful. These 

contextual elements included: the ongoing nature of the experience, clear objectives and goals 

for the learning, high expectations for the learners, and feedback on the application of new 

knowledge and skills. These contextual elements were found in 53 responses in the principal 

survey. On-going experiences were found to be meaningful, as in the case of the National 

Institute of School Leadership as well as one district’s year-long initiative.  Fifteen principals 

included an element of on-going experiences as critical to meaningful learning.  Clear objectives 

for the learning activity and the desired outcomes were mentioned several times.  Thirteen 

principals commented on their need to have expressed learning targets for any professional 

learning experience.  One principal specifically commented that her lack of knowledge of the 

objectives and desired outcomes for the learning made it impossible for her to process what she 

was supposed to be learning. High expectations for the participants and what they would actually 

do with the learning made for meaningful professional learning for a number of participants.  
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Thirteen principals responded with an element of high expectations.  Ten of the 13 indicated that 

they needed to know, early in the learning process, what they were supposed to do with their 

learning, including knowing whether or not they were expected to train their teachers. Finally, 

the opportunity to receive feedback from others as new knowledge, skills, and attitudes are 

utilized was found a meaningful characteristic by many participants.  Twelve principals 

expressed the desire to receive feedback.  Additionally, they wanted to be able to try out the new 

knowledge and skills and receive feedback over a period of time.  

Collaboration. Collaboration with others was noted as an important factor as many 

commented that working together with other professionals greatly enhances any learning 

activity.  Ninety-four references were made by principals to characteristics within this category. 

This category included opportunities to discuss new learning with others as well as solve 

problems in collaboration with other building principals. Additionally, the opportunity to reflect 

on individual and group learning was included here.  Forty-three principals referred to 

collaboration as a critical aspect of any meaningful learning experience.  The opportunity to 

dialogue with other principals about the specific problems and solutions was mentioned in 17 

specific responses.  Learning opportunities that allowed for reflection were valued by 

participants.  Thirty-four principals included comments that fell within this category.  A common 

response was the ability to reflect and plan before leaving the learning session itself.  One 

respondent commented that without the time to reflect and plan within the session itself, it was 

unlikely that any change in her practice would result because she was too busy to process new 

learning once she returned to campus.  

Differentiated. Differentiated opportunities that enabled participants to utilize their prior 

learning and experiences were mentioned by 20 principals.  Specific comments related to 
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differentiation by principal characteristics (i.e., experience) and by school characteristics (i.e., 

elementary vs. secondary).  Principal choice in professional development sessions was 

considered very important by these 20 principals and several linked this to the value of out-of-

district learning experiences.  

Principal Perceptions of Valuable Experiences 

 A similar question was asked of survey participants regarding the elements of any 

successful professional learning experience.  Again, there were more responses reflected in Table 

4.34 than the number of survey participants given the multiple-category nature of many of the 

responses.  The five categories developed from principal responses included the following: 

1. relevance 

2. collaboration 

3. research-based content 

4. focused 

5. differentiated 

Relevance. Responses referring to relevancy, applicable and practical content, and 

learning that leaders to greater knowledge and understanding received 146 mentions by 

principals through this survey  item. Professional learning that is applicable and practical was 

deemed important by 67 principal participants.  Several participants commented that professional 

learning topics that related directly to their campus situation, such as strategies for working with 

students from poverty if the principal served a campus with high poverty, were more successful 

for them.  This category was closely tied to the category on relevancy.  Relevant content was 

cited by 65 principals.  However, in several cases, principals commented that sessions could be 

relevant and not immediately applicable to their campus, as in the case of developing learning 
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organizations to replace district bureaucracies. Learning that led to greater understanding and 

knowledge of content was cited by 14 respondents as critical.  This was valued by principals in 

the previous question on their most impactful professional learning experience. 

Collaborative. Seventy-one survey responses included an element of working with 

others. Common responses referred to collaboration in general, interactive sessions, and the 

opportunity for both individual and small group reflection. Collaboration was mentioned by 35 

principals as an important aspect of any professional learning session.  According to the survey 

responses, this collaboration could be face-to-face or virtual in nature.  This category was related 

to the category of interactive.  Nineteen principals responded that a successful professional 

learning session must allow for participants to interact with each other as well as with the 

presenter. Reflection on the learning was mentioned by 17 principals.  This critical component 

was noted in the previous question about the most meaningful professional learning opportunity 

principals had ever experienced. 

Research-based content. Survey participants indicated the importance of engaging in 

learning that was important, based on research, proactive in nature, and led by a credible 

presenter. Overall, 30 responses related to this category.  Principals indicated that successful 

professional learning was grounded in research-based topics.  Eighteen principals responded that 

such research-based topics were vital for their learning as importance for learning was 

emphasized. One specific example included instructional strategies that were proven successful 

and not just “the flavor of the month.” Seven principals indicated that the presenter had to be 

knowledgeable and credible in order for the professional learning experience to be successful.  

One principal specifically mentioned the need for a presenter with real experience in the area 

about which they were speaking. Finally, five principals indicated the importance of the 
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proactive treatment of professional learning topics.  Two respondents indicated specifically that 

the principal needed to have an understanding of a new initiative before it was passed to 

teachers.  Such proactive treatment of topics led to more successful learning experiences for the 

principals.   

Focus. Principals indicated the need for successful professional learning to be focused, 

with sixty-three responses within this category. Focused professional development included clear 

objectives, time efficiency, engagement, purposeful, and ongoing development in an appropriate 

setting. Seventeen principals responded that such a focus on clear objectives was critical for 

learning.  This was related to the category in the previous question of clear objectives and 

expected outcomes.  Principals indicated that it was valuable to them to have learning 

experiences that were time efficient.  All 12 respondents in this category indicated time away 

from campus to be valuable with no time to be wasted.  Additionally, this learning should be 

purposeful with well-defined expectations and outcomes.  This was cited by 10 principals. Eight 

principals indicated that successful professional learning must be ongoing in nature.  One 

principal commented that a change in professional practice was not likely after a 3-hour 

workshop alone.  An engaging experience was cited by 10 principals as critical.  Two 

respondents indicated that with all the competing demands on their time and attention, 

professional learning experiences had to really catch their attention in order to “sink in.”  Six 

principals indicated a need for attention to the setting of the professional learning session itself.  

Comments in this area indicated a need for adequate space, appropriate temperature, and 

adequate supplies.   

Differentiated. A total of 36 survey responses were directly related to differentiated 

professional development for principals.  Respondents indicated the need for professional 
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development that was based on principal requests and needs, individualized opportunities, and 

available support and follow up to support ongoing learning.  Six principals expressed a need for 

input on the topics themselves.  Principal input on professional learning based on their requests 

and needs was valued for successful professional learning.  Professional learning that was 

individualized was cited by 14 principals as vital for successful professional learning.  Several 

respondents indicated that a one-size-fits-all approach to district professional learning did not 

lead to powerful learning for them. Sixteen principals indicated the available follow-up and 

support are critical.  Three of these 16 principals responded that without the follow-up and 

support, there would be limited application of even the best content.   

Table 4.34 

Elements of a Successful Professional Learning Experience for Principals 

Elements of Successful Professional Learning for Campus Principals Responses 

Relevant 146 

Collaborative 71 

Research-based 30 

Focused 63 

Based on principal requests/needs 36 

  
 

Principal Perceptions as Discovered Through Interviews 

 Interview participants indicated that both the principal participation in the district 

planning processes for professional learning as well as the format of their district led sessions 

were important.  Additionally, they discussed when they used the Regional Educational Service 

Center (ESC) and State and National Professional Organizations to provide meaningful 

opportunities when their district did not provided those.  Such planning involvement and use of 
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opportunities outside of school districts allows principals to obtain the differentiated professional 

learning options that all 13 interview participants stressed they needed and deserved.  

Principal involvement in planning processes. Principal participants were asked about 

principal involvement in the planning processes for district professional learning opportunities 

targeted to them.  Responses ranged from little to no involvement in the planning process to 

indications that principals had input on monthly professional learning community session 

agendas. Most interview participants indicated that their personal involvement in planning 

professional development sessions was limited to the occasional survey requesting feedback and 

ideas for the upcoming school year.  

Format of district provided professional development. Interview participants were asked 

about the format of their district led sessions.  Several trends emerged through the constant 

comparison analysis. One identified trend was that of district principal meetings. These meetings 

could be anywhere from two hours to multiple days in length. District principal meetings, as 

developed in this category, were rarely interactive and collaborative. They were also informative 

in nature.  

 Collaboration and networking opportunities were another category that emerged. These 

opportunities allowed principals to interact with the content, the presenter, and with each other. 

These opportunities were typically around topics more instructional in nature. Specific examples 

included curriculum and instruction training in which principals were engaged with teachers in 

the learning as well as those opportunities in which principals were solving problems with other 

principals. Finally, classroom and campus walkthroughs in small groups was a response noted by 

multiple interview participants.  
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Regional educational service centers. The Regional ESC is another avenue of 

professional learning for school districts in Texas.  Each of the districts participating in this study 

were members of either ESC 10 or ESC 11 within the Dallas-Fort Worth Metroplex.  The ESC 

provides a variety of services to member school districts, including professional learning options 

for all district employees.   

Each principal was asked about their use of the ESC for their own professional learning.  

Only five of the participating principals reported any use of the ESC for this purpose.  Use of the 

ESC for professional development was limited to curriculum, legal, accountability updates, as 

well as opportunities to network with principals from other districts.  The principals who 

indicated they used the ESC for professional development were all from smaller districts 

(<30,000 students). The other principals interviewed indicated the following reasons for not 

using the ESC for their professional learning: distance to the ESC, lack of awareness of 

topics/sessions offered, duplication in offerings between the local school districts and the ESC, 

and time away from the district/campus. 

Professional organizations. Professional organizations are another avenue for 

professional development for principals.  When asked about use of this resource, several 

mentioned summer conferences sponsored by state organizations as an opportunity they have 

used, but they do not necessarily participate every year.  Common summer conferences included 

those sponsored by the Texas Elementary Principals and Supervisors Association, Texas 

Association of Secondary School Principals, Solution Tree, and the Association of Supervision 

and Curriculum Development.  Other organizations mentioned by those interviewed included the 

national elementary and secondary principal organizations, a national Title I conference, and 

state technology associations.  Finally, most interviewed principals referred to the value of 
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organization newsletters, books, and sponsored webinars as sources of personal professional 

learning they valued. 

Summary of principal interviews. In all, 13 principals participated in phone interviews. 

They represented each district participating in this study.  They also represented elementary, 

middle, high, and other types of campuses.  Each principal responded to questions about 

professional development provided by their district, the format of that professional development, 

their involvement in professional development planning processes, and the degree to which they 

used the Regional Educational Service Center and professional organizations for their 

professional learning needs. 

 The participating principals valued similar district opportunities in terms of topics and 

contexts. Principals valued both management and leadership topics.  Additionally, they valued 

opportunities to collaborate with their colleagues as they solved problems and discussed areas of 

concern, such as classroom instruction and leadership development.  Principals in smaller 

districts used the ESC for their professional development more than principals in larger districts.  

Finally, most principals interviewed discussed accessing professional organizations for both 

conference options and independent study through newsletters, books, and webinars.  

Staff Development Administrator Perceptions of Professional Development Content for 
Principals 

 Research Question 5 was: What areas of professional development for Texas principals 

do district staff development administrators perceive are important?  The purpose of this 

question was to assess the perceptions of district staff development administrators regarding the 

importance of various topics of professional development for principals.  These topics were 

developed through a review of the related literature.  In the professional development 

administrator survey, respondents were asked to rate the importance of 22 different professional 
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learning topics.  These were the same 22 topics as in the principal survey. Participants were 

asked to rate each topic separately on a scale of 1 to 5 with 1 representing an unimportant topic 

and 5 representing an extremely important topic.  Additionally, professional development 

administrator interviews included a question regarding future directions for principal 

professional learning at the district level.  

District Professional Development Administrator Perspectives Regarding Topic Importance as 
Found in Survey Data 

Table 4.35 describes the average rating of each of the 22 topics in the district professional 

development administrator survey.  The four topics of highest importance for principal 

professional learning, from the district perspective, included changing federal and state 

accountability standards (4.33), analyzing student data and using them to influence both 

instruction and school change (4.25), creating and/or changing campus culture and climate for 

collaborative learning (4.17), and research-based best practices for both leadership and 

instruction (4.17).  Two topics received average ratings of 4.0.  These were technology tools 

available for administrators and for classroom instruction and campus improvement efforts.  The 

three topics ranked lowest in importance, from the district perspective, included consensus 

building (3.42); management skills, including planning, organizing, directing and supervision 

(3.33); and curriculum development (3.25).  Two topics received the fourth lowest average rating 

of 3.50.  These were clear communication strategies and examining student work as a vehicle for 

improved leadership and instructional practices.  
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Table 4.35 

District Staff Development Administrator Perceptions of Topic Importance for Principals 

Topic   Rating Average 

Changing federal and state accountability 4.33 

Legal issues 3.92 

Working with parents of diverse education, economic, and ethnic backgrounds 3.67 

Leading learning for English language learners 3.58 

Leading learning for increasingly diverse ethnic backgrounds of students 3.82 

Response to intervention 3.83 

Creating and/or changing campus culture and climate for collaborative learning 4.17 

Problem solving strategies and tools 3.58 

Shared leadership 3.67 

Technology tools available for administrators and for classroom instruction 4.00 

Campus improvement efforts 4.00 

Guiding an organization through the change process 3.92 

Management skills, including planning, organizing, directing, and supervision 3.33 

Curriculum development 3.25 

Staff development directions for the campus 3.75 

Making the most of shrinking budgets 3.83 

Consensus building 3.42 

Analyzing student data and using them to influence both instruction and school change 4.25 

Research-based best practices for both leadership and instruction 4.17 

Clear communication strategies 3.50 

Examining student work as a vehicle for improved leadership and instructional practices 3.50 

Creative thinking, including asking the right questions 3.83 

 

District Staff Development Administrators Perceptions as Found in Interview Results 

When given the opportunity to share their thinking on suggestions for future staff 

development for district principals, all 13 participating districts administrators stressed the need 

for a healthy mixture of management, leadership, and instructional learning opportunities. 

Management topics included special education updates and changes in legal requirements as well 

as district policies and procedures. Leadership topics mentioned included communication skills 
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and building teacher leaders. Instructional learning opportunities included curriculum and 

assessment strategies based on changes to the state standards for students. 

Other trends emerged through the constant comparison analysis. One noted trend was that 

of technology training. Technology for both principal productivity and instructional purposes 

was noted. Additionally, the need to model the use of various tools that can then be used back on 

the campus was included. One interviewed staff development administrator indicated that she 

wanted to provide a new technology strategy in every principal staff development in order to 

expose them to as many options as possible.  

Another category, or code, that emerged was that of curriculum and instructional 

experiences for principals. Most administrators interviewed referred to principal development on 

changes to standardized testing expectations and the instructional changes that they should 

expect on their campuses. Additionally, they discussed giving principals background in each 

subject area so they would be better equipped to work with teachers in each subject area. 

However, one district administrator discussed at length the need for principals to focus on a 

single content area in great depth. Her desire was for principals to have experiences as learners 

by interacting with curriculum, instruction, and assessment as a student would. She felt this 

could be accomplished by principals studying and experiencing a different subject area than that 

which they taught. The example she used was an inquiry based approach to science instruction. 

Principal participation, as a learner, in inquiry based science instruction would equip them to 

truly lead the practice on their campus.  

Staff Development Administrator Perceptions of Professional Learning Content for Principals 
Provided by Local School Districts 

Research Question 6 was: What areas of professional development are district staff 

development administrators providing to Texas principals? The purpose of this question was to 
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assess the perceptions of staff development administrators regarding the content of professional 

development provided specifically for campus administrators.  These topics were the same as 

those in Research Question 5.  In the staff development administrator survey, respondents were 

asked to rate the degree to which local school districts provide professional development for 

current campus principals in each of the areas.  Participants were asked to rate each topic 

separately on a scale of 1 to 5 with 1 representing “not provided,” 2 representing “inadequate,” 3 

representing “adequate/appropriate,” 4 representing “very adequate,” and 5 representing 

“excessive amounts.”  Additionally, staff development administrator interviews included a 

question regarding the professional learning programs provided specifically for principals by 

their local school districts. 

District Staff Development Administrator Perceptions of Topics Provided as Found in Survey 
Data 

 Table 4.36 summarizes the perceptions of the district staff development administrators as 

related to the professional learning offered by their district to current principals.  The topics most 

addressed at the district level included changing federal and state accountability standards (3.83), 

research-based best practices for both leadership and instruction (3.67), analyzing student data 

and using them to influence both instruction and school change (3.67), and campus improvement 

efforts (3.58).  The topics receiving the least district attention included leading learning for 

increasingly diverse ethnic backgrounds of students (2.67); leading learning for English language 

learners (2.67); and working with parents of diverse education, economic, and ethnic 

backgrounds (2.50).  The two topics of consensus building and clear communication strategies 

received the same fourth lowest average rating of 2.83.  Four topics received average ratings 

below the adequate/appropriate level.  These were management skills, including planning, 

organizing, directing, and supervision; making the most of shrinking budgets; examining student 
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work as a vehicle for improved leadership and instructional practices; and creative thinking, 

including asking the right questions.  

Table 4.36 

District Staff Development Administrator Perceptions of Professional Development Topics 
Provided to Principals by the District 

Topics Provided by Local School District Rating Average 

Changing federal and state accountability 3.83 

Legal issues 3.33 

Working with parents of diverse education, economic, and ethnic backgrounds 2.50 

Leading learning for English language learners 2.67 

Leading learning for increasingly diverse ethnic backgrounds of students 2.67 

Response to intervention 3.17 

Creating and/or changing campus culture and climate for collaborative learning 3.17 

Problem solving strategies and tools 3.00 

Shared leadership 3.17 

Technology tools available for administrators and for classroom instruction 3.25 

Campus improvement efforts 3.58 

Guiding an organization through the change process 3.50 

Management skills, including planning, organizing, directing, and supervision 2.92 

Curriculum development 3.00 

Staff development directions for the campus 3.17 

Making the most of shrinking budgets 2.92 

Consensus building 2.83 

Analyzing student data and using them to influence both instruction and school change 3.67 

Research-based best practices for both leadership and instruction 3.67 

Clear communication strategies 2.83 

Examining student work as a vehicle for improved leadership and instructional practices 2.92 

Creative thinking, including asking the right questions 2.92 
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District Staff Development Administrator Perceptions as Discovered Through Interviews 

 Staff development administrators from each of the participating districts were asked to 

describe the learning opportunities their district sponsors specifically for campus principals.  The 

responses ranged from minimal to extensive.  Several trends emerged through the constant 

comparison analysis. One category that emerged was that of periodic meetings for all campus 

and district administrators. These meetings tend to be more focused on “need to know” 

information and announcements rather than professional learning activities for principals.  

Examples of these “need to know” topics included changes in district policy and procedures for 

student discipline and required reporting for students receiving special services. Each 

participating district identified a summer “retreat” for principals and central office administrators 

in addition to these monthly informational meetings. These summer retreats prepared principals 

with the information necessary for the start of the upcoming school year. Specific topics referred 

to included:  legal updates, special education issues, employee documentation guidelines, and 

compliance requirements.  

 Another category that emerged was that of specifically designed learning opportunities 

for principals throughout the school year. These activities, as reported for 10 of the districts, 

consisted of set times throughout the school year when campus and district administrators came 

together to work on the specific focus for the year.  One of these specific focus topics was 

curriculum, instruction, and assessment. This broad area was further broken down into learning 

on new state standards in math as well as the new state standardized assessment system. Several 

participants specifically referred to provided training on disaggregation of data, including both 

student test data as well as discipline and engagement data.  Each of the participating districts 

described situations where campus administrators were encouraged to attend curriculum, 

instruction, and assessment professional development with their teachers.  
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Another trend that emerged was that of building learning communities and organizations.  

Team building and campus collaboration strategies were mentioned by several district staff 

development administrators.  In fact, two district administrators had been assigned as liaisons 

with individual campuses to further tailor learning in this area to the needs of that campus and 

principal.  Many of the district administrators referred to work with campus improvement 

planning and development as well as the formation of organizational mission, vision, values, and 

goals.  

A final category that emerged through analysis of interview responses was the area of 

building leadership capacity. Individual and campus goal setting was a specific example given by 

several interview participants.  This goal setting work combined both individual reflection and 

small group collaboration as principals worked through continuous school improvement 

discussions.  Classroom walkthroughs with discussion and de-briefing related to instructional 

leadership and teacher improvement were also referred to as development topics provided to 

build leadership capacity of principals.  

Staff Development Administrator Perceptions of Usefulness of District Provided Professional 
Development for Principals 

Research Question 7 was: What areas of provided professional development do district 

staff development administrators perceive as useful for Texas principals?  The purpose of this 

question was to assess the perceptions of staff development administrators regarding the 

usefulness of district provided professional development for principals in each topic.  These 

topics were a duplicate from Research Questions 5 and 6.  Through the staff development survey 

respondents were asked to rate the usefulness of the professional learning provided by local 

school districts specifically for principals.  Participants were asked to rate each of the 22 

different topics on a scale of 1 to 5 with 1 representing “not provided,” 2 representing “not 
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useful,” 3 representing “useful,” 4 representing “very useful,” and 5 representing “extremely 

useful.”  Additionally, the staff development administrator interviews included a question 

regarding the topics of most usefulness within the district. 

Perceptions of District Professional Learning Administrators as Found in Survey Data 

 Table 4.37 describes the average rating of each of the 22 topics in the district professional 

development administrator survey regarding the usefulness of the learning provided to the 

district principals.  The topics of greatest use included changing federal and state accountability 

standards (4.25), research-based best practices for both leadership and instruction (4.17), and 

analyzing student data and using them to influence both instruction and school change (4.08).  

The two additional topics of response to intervention and creating and/or changing campus 

culture and climate for collaborative learning received the fourth highest average rating of 3.83. 

The topics of least use included working with parents of diverse education, economic, and ethnic 

backgrounds (3.25); making the most of shrinking budgets (3.17); consensus building (3.17); and 

examining student work as a vehicle for improved leadership and instructional practices (2.92).  

Only the topic of examining student work as a vehicle for improved leadership and instructional 

practices showed an average rating below the usefulness level.  

District Staff Development Administrator Perceptions as Discovered Through Interviews 

District staff development administrators were also given the opportunity to share their 

perspective regarding the topics of principal development of most use to the district as a whole as 

well as the individual principal and campus. The topics of most benefit to the district ranged 

from the managerial to the instructional. Several trends emerged through constant comparison 

analysis. One category that emerged through analysis was special education updates. While 

several responses included special education as a valuable topic, one in particular stated that 
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these updates provided great benefit for their principals and they were noticing changes on the 

campuses. 

Table 4.37 

Perceptions of District Staff Development Administrators of Topic Usefulness 

Topics  Rating Average 

Changing federal and state accountability 4.25 

Legal issues 3.58 

Working with parents of diverse education, economic, and ethnic backgrounds 3.25 

Leading learning for English language learners 3.33 

Leading learning for increasingly diverse ethnic backgrounds of students 3.33 

Response to intervention 3.83 

Creating and/or changing campus culture and climate for collaborative learning 3.83 

Problem solving strategies and tools 3.42 

Shared leadership 3.42 

Technology tools available for administrators and for classroom instruction 3.33 

Campus improvement efforts 3.75 

Guiding an organization through the change process 3.67 

Management skills, including planning, organizing, directing, and supervision 3.50 

Curriculum development 3.67 

Staff development directions for the campus 3.50 

Making the most of shrinking budgets 3.17 

Consensus building 3.17 

Analyzing student data and using them to influence both instruction and school change 4.08 

Research-based best practices for both leadership and instruction 4.17 

Clear communication strategies 3.36 

Examining student work as a vehicle for improved leadership and instructional practices 2.92 

Creative thinking, including asking the right questions 3.55 
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 Another noted trend was that of collaborative campus and classroom walkthroughs. 

These walkthroughs were not only engaging principals in instructional conversation, but 

enabling them to engage teachers in those conversations.  District administrators shared that any 

time the principals are given to collaborate is beneficial for both them and the district.   

A final noted trend was that of walking away from “this year’s new thing” with the 

principals and began a coherent plan of ongoing professional learning that was directly tied to 

district and campus goals. Participants indicated that ongoing professional development on 

student improvement over the long term was valuable. One participant described the value their 

district had obtained from connecting principal learning from one session to another so it was a 

single coherent emphasis rather than a “smattering” of a variety of topics.  

Characteristics of Professional Development Important to Staff Development Administrators 

Research Question 8 was: What characteristics of professional development do district 

staff development administrators consider important and meaningful for Texas principals? The 

purpose of this research question was to assess the perceptions of staff development 

administrators regarding the characteristics of professional development experiences that are 

most valuable for principals.  Staff development administrator survey participants were asked to 

discuss what makes a professional learning opportunity very useful and what makes a 

professional learning opportunity not useful. Additionally, they were asked to describe the 

characteristics of a successful professional learning experience for campus principals.   

Staff development administrator interview participants had the opportunity to describe 

not only the formats of professional learning that were of greatest benefit to them but also the 

planning processes.  A final statement about the importance of professional learning for 

principals was given by each interview participant.   
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Staff Development Administrator Perceptions of the Characteristics of Valuable Learning 
Experiences – Survey Responses 

 Table 4.38 documents the results of the responses in the staff development administrator 

survey regarding the characteristics of what makes a professional learning experience useful and 

effective for principal professional development.  The categories developed from participant 

responses include: 

• Relevant 

• Collaborative 

• Focused 

• Results-driven 

• Balanced 

Relevant. Relevant professional development consists of learning that is practical and 

useful for current practice, prepares principals for upcoming challenges, and rooted in best-

practice research. Practical and useful professional learning was cited by 9 of the 10 staff 

development administrators surveyed.  Preparation for upcoming challenges was included as a 

critical component of successful professional learning by five staff development administrators.  

Principal professional development content based on best-practice research was cited by three 

interview participants.  

Collaborative. Professional development opportunities that allow for, and require, 

principals to interact with each other were included in the responses of all 13 staff development 

administrators surveyed. Collaboration was a critical component cited by two professional 

learning administrators. Follow-up and support were included by four staff development 

administrators.  Time for reflection was expressed as vital by four staff development 

administrators.  Two staff development administrators gave responses indicating that the 
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professional development opportunity must incorporate time for reflection throughout in order to 

be effective. 

Focused. Focused professional development included content that had an express focus 

and opportunities that were timely in nature. Professional learning that was focused in goals and 

expectation was cited by three professional learning administrators. Timeliness of topic delivery 

was included as critical according to four staff development administrators.  

Differentiated professional learning, based on principal experience and campus needs, was 

indicated by three respondents.   

Results-driven. Results-driven professional development was considered important to 

several participating staff development administrators.   Three staff development administrators 

included results-driven as a vital characteristic of successful professional learning for principals.  

These three staff development administrators also mentioned, through their survey responses, the 

need to evaluate the value of professional development by examining the results. One survey 

respondent indicated that evidence of practitioner change based on the professional learning 

experience was vital in order to consider the experience “successful.”   

Balanced. Finally, three staff development administrators indicated that successful 

professional learning had to balance the needs of the individual, the campus, and the district as a 

whole.  Three staff development administrators indicated that principal professional development 

had to be differentiated according to principal experience, need, and setting. One respondent 

indicated that this was a particularly critical, yet particularly difficult to attain, attribute of any 

successful professional learning experience.  
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Table 4.38  

Staff Development Administrator Perceptions on Characteristics for Effective Principal 
Professional Learning 

Characteristics Number of Responses 

Relevant 17 

Collaborative 10 

Focused 7 

Results-Driven 3 

Balanced 5 

 

Staff Development Administrator Perceptions as Discovered Through Interviews 

Staff development administrator interview participants indicated that both the district 

planning processes for professional learning and the format of their district led sessions were 

important. Additionally, they discussed when they utilize the Regional ESC and State and 

National Professional Organizations to provide meaningful opportunities for principals when 

their district did not.  Such planning involvement and utilization of opportunities outside of 

school districts would allow principals the differentiated professional learning options that would 

balance with the needs of the individual campus and the district, a concern expressed by several 

of the interview participants. 

Planning processes. District administrators discussed the planning processes for principal 

development. These processes included examination of campus and district data, the district 

strategic plan, and programmatic issues as information utilized to decide staff development 

content. Additionally, changes in district initiatives and priorities, as well as principal requests, 

were considered in three of the districts. Four district administrators were able to discuss a 

comprehensive needs assessment plan that was utilized for professional development planning.  
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Principal participation in the planning processes varied throughout the interviews. 

District administrators responded little to no principal involvement in district professional 

development planning. Other district administrators indicated that principals were asked to 

complete surveys regarding needs and previous experiences and that they attempted to use the 

information in their planning. In-depth conversations between district and campus staff regarding 

professional learning plans for principals were also alluded to by two interview participants. 

Finally, one interview participant referred to a committee that provided input on principal 

professional development for the upcoming year. This committee did include two to three 

principals. However, she indicated that this committee served an advisory purpose only and 

occasionally the principal recommendations were followed and occasionally they were not. The 

overall impression gathered from the interviews with staff development administrators was the 

lack of deep principal participation in professional development planning.  

Settings and formats for principal professional development. Each participating district 

administrator referred to a variety of settings and formats for principal learning. Several trends 

emerged through constant comparison analysis. One category that emerged was the use of 

workshops. Workshops were common in each of the districts offering opportunities specific for 

campus leaders. These stand alone workshops were on a variety of topics including data 

disaggregation, student discipline strategies, and communication strategies for administrators. 

A second category that emerged was that of collaboration and networking. This format 

for professional development was reported by all district administrators, including those with 

limited district wide professional learning for principals. Specific responses included out-of-

district conferences that multiple principals attended together and then collaborated with district 

administrators to implement new learning on their campuses. Additionally, staff development 
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administrators found such collaboration and networking strategies enabled them to provide 

principals with as much job-embedded learning as possible through the coaching and feedback 

their colleagues were able to provide. One administrator discussed the opportunities for 

principals to discuss common problems in small groups, devise solution options, and receive 

feedback on the results. 

 A third category that emerged was that of ongoing professional development with a 

common topic considered throughout the entire year. Frequently this ongoing professional 

development was in the form of a book study. These book studies were discussed by several 

interview participants as a strategy for equipping all campus administrators with the same 

foundational information as well as providing another vehicle for continued dialogue. Finally, 

book studies allowed a common vocabulary to develop among campus and district 

administrators, whether the topic was instructional strategies or organizational transformation.   

Regional educational service centers. Usage of the Regional ESC for principal 

professional learning was mixed.  Smaller districts reported utilizing the ESC far more than 

larger districts.  One district administrator reported that their district did not typically send 

principals to the ESC for training in that they typically had all the same resources within the 

district.  However, another district administrator indicated that they often sent principals to the 

ESC for training in that they did not have the resources within district to provide the necessary 

learning.  While two districts reported utilizing a principal institute available through one of the 

ESCs for their principals, others reported only using the ESC for compliance related issue 

training.   

Professional organizations and consultants. Several of the medium and larger districts 

(student population greater than 10,000) did utilize outside speakers and consultants to provide 
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professional learning for principals.  In several districts, these speakers and consultants were 

often part of a summer leadership retreat or conference. In most cases, these speakers/consultants 

were brought in to “kick off” the book study or other ongoing professional learning for principals 

throughout the upcoming year.  

Every district participating in the study utilized state and national professional 

organizations for principal learning opportunities.  In this case, the districts supported these 

opportunities by making funding available for principals who were interested, but none of the 

districts required their principals to attend these conferences.  Several staff development 

administrators indicated that these conference opportunities were the best way to differentiate 

professional development for principals as this is where principals had an element of choice in 

their learning. 

Summary of staff development administrator interviews. In all, 13 staff development 

administrators participated in phone interviews.  They represented each district participating in 

this study and districts of all sizes, from less than 10,000 students to more than 30,000 students.  

Each staff development administrator responded to questions about professional development 

provided by their district, the format of that professional development, principal involvement in 

professional development planning processes, and the degree to which they used the Regional 

Educational Service Center and professional organizations for principal professional learning 

needs. 

 The participating staff development administrators valued similar district opportunities in 

terms of topics and contexts. These administrators valued both management and leadership 

topics. Additionally, they valued opportunities for principals to collaborate with their colleagues 

as they solved problems and discussed areas of concern, such as classroom instruction and 
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leadership development. Staff development administrators in smaller districts used the ESC for 

principal professional development more than staff development administrators in larger 

districts. Finally, staff development administrators valued conferences sponsored by state and 

national professional organizations as a way to provide differentiated professional development 

for their principals.  

Comparison of Principal and District Staff Development Administrator Perceptions 

Research Question 9 was: How do the perceptions of district staff development 

administrators align with the principals’ perception of professional development designed to 

accommodate their needs?  The purpose of this question was to assess the alignment between 

principal perceptions and staff development administrator perceptions of topic importance, the 

degree to which important those topics are presented for principals by their school districts, and 

the usefulness of that provided professional development.  Additionally, alignment between 

principal perceptions and staff development administrator perceptions regarding the 

characteristics of effective and meaningful professional development for principals was 

examined. 

Relationship Between Principals and Staff Development Administrators – Survey Data 

Topic importance. The same set of 22 principal professional development topics were 

presented to both principal and staff development administrator survey participants.  Each 

respondent rated each topic using a Likert-type scale.  The four topics of highest importance for 

the principals were the following:  

• Analyzing student data and using them to influence both instruction and school change 

(4.30) 

• Changing federal and state accountability (4.15) 
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• Research-based best practices for both leadership and instruction (4.12) 

• Creative thinking, including asking the right questions (4.09). 

Three additional topics had average ratings above the very important level.  These included: 

legal issues (4.07), creating and/or changing campus culture and climate for collaborative 

learning (4.04), and technology tools available for administrators and for classroom instruction 

(4.02).  

 The four topics of highest importance for principal professional development, from the 

district staff development administrator perspective, were the following:  

• Changing federal and state accountability standards (4.33) 

• Analyzing student data and using them to influence both instruction and school change 

(4.25) 

• Creating and/or changing campus culture and climate for collaborative learning (4.17) 

• Research-based best practices for both leadership instruction (4.17). 

Two additional topics had an average rating at the very important level. These included: 

technology tools available for administrators and for classroom instruction (4.0) and campus 

improvement efforts (4.0). 

 Three of the four highest rated topics were aligned for both principals and staff 

development administrators: changing federal and state accountability standards, analyzing 

student data and using them to influence both instruction and school change, and research-based 

best practices for leadership and instruction.  Creative thinking, including asking the right 

questions, was considered a very important topic for principals (4.09), yet did not receive an 

average rating above the important level from staff development administrators (3.83).  Creating 

and/or changing campus culture and climate for collaborative learning was rated above the very 
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important level by staff development administrators (4.17) and appeared in the top four highest 

rated topics for that group.  While this topic was also rated above the very important level by the 

principals (4.04), it did not receive an average rating placing it in the top four topics of 

importance. 

 The four topics of lowest importance for the principals, based on average ratings 

received, included: 

• Curriculum development (3.67) 

• Making the most of shrinking budgets (3.59) 

• Consensus building (3.52) 

• Management skills, including planning, organizing, direction, and supervision (3.48). 

None of the 22 topics received average importance ratings below the level of important from the 

participating principals. 

 The four topics staff development administrators considered of lowest importance for 

principal professional development, based on average ratings received, included: 

• Examining student work as a vehicle for improved leadership and instructional practices 

and clear communication strategies (both received average ratings of 3.50) 

• Consensus building (3.42) 

• Management skills, including planning, organizing, directing, and supervision (3.33) 

• Curriculum development (3.25). 

None of the 22 topics received average importance ratings below the level of important from the 

participating staff development administrators. 

 Three topics were considered of least importance by both groups: curriculum 

development, consensus building, and management skills, including planning, organizing, 
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directing, and supervision.  Making the most of shrinking budgets, while receiving an average 

rating placing it in the lowest importance group from the principals and not the staff 

development administrators, was rated below the very important level by both groups.  

Examining student work, while receiving an average rating placing it in the lowest importance 

group by the staff development administrators and not the principals, was rated below the very 

important level by both groups.  Clear communication strategies, while receiving an average 

rating placing it in the lowest importance group by the staff development administrators and not 

the principals, was rated below the very important level by both groups. 

Topic provision by local school districts. The same set of 22 principal professional 

development topics were presented to both principal and staff development administrator survey 

participants.  Each respondent rated each topic using a Likert-type scale.  The four topics 

provided by local school districts, as perceived by the principals, at the highest degree included: 

• Research-based best practices for both leadership and instruction (3.42) 

• Technology tools available for administrators and for classroom instruction (3.41) 

• Changing federal and state accountability (3.40) 

• Analyzing student data and using them to influence both instruction and school change 

(3.35). 

 The four topics provided by local school districts, as perceived by staff development 

administrators, at the highest degree included:  

• Changing federal and state accountability standards (3.83) 

• Research-based best practices for both leadership instruction (3.67) 

• Analyzing student data and using them to influence both instruction and school change 

(3.67) 
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• Campus improvement efforts (3.58). 

 Three of the four highest rated topics were aligned for both principals and staff 

development administrators: changing federal and state accountability standards, analyzing 

student data and using them to influence both instruction and school change, and research-based 

best practices for leadership and instruction.  Technology tools available for administrators and 

for classroom instruction rated in the highest group for principals and not for staff development 

administrators.  However, staff development administrators did rate it above the 

adequate/appropriate level (3.25).  Campus improvement efforts rated in the highest group for 

staff development administrators and not for principals.  However, principals did rate it above 

the adequate/appropriate level (3.25) 

 The four topics provided by local school districts, as perceived by the principals, at the 

lowest degree included: 

• Consensus building (2.99) 

• Leading learning for increasingly diverse ethnic backgrounds of students (2.84) 

• Making the most of shrinking budgets (2.72) 

• Working with parents of diverse education, economic, and ethnic backgrounds (2.69). 

These were the only four topics with average ratings, from the principals, below the 

adequate/appropriate level. 

 The four topics provided by local school districts, as perceived by the staff development 

administrators, at the lowest degree included: 

• Consensus building and clear communication strategies (both with ratings of 2.83) 

• Leading learning for increasingly diverse ethnic backgrounds of students (2.67) 

• Leading learning for English language learners (2.67) 
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• Working with parents of diverse education, economic, and ethnic backgrounds (2.50). 

Four additional topics received average ratings, from the staff development administrators, 

below the adequate/appropriate level: management skills, including planning, organizing, 

directing, and supervision, making the most of shrinking budgets, examining student work as a 

vehicle for improved leadership and instructional practices, and creative thinking, including 

asking the right questions.  

 Three of the four least-provided topics by school districts, based on perceptions, received 

those low ratings from both principals and staff development administrators: consensus building, 

leading learning for increasingly diverse ethnic backgrounds of students, and working with 

parents of diverse education, economic, and ethnic backgrounds.  Making the most of shrinking 

budgets, rated as one of the least provided by surveyed principals, also received an average 

rating from the staff development administrators below the adequate/appropriate level (2.92).  

Clear communication strategies, rated below the adequate/appropriate level by the staff 

development administrators, received an average provision rating just over the 

adequate/appropriate level by principals (3.07).  Finally, leading learning for English language 

learners, rated in the lowest group by the staff development administrators, received an average 

provision rating of 3.12 from the principals. 

Provided topic usefulness. The same set of 22 principal professional development topics 

were presented to both principal and staff development administrator survey participants.  Each 

topic was to be rated based on the usefulness of district provided professional development in 

that particular area.  Each respondent rated each topic using a Likert-type scale.  The four topics 

of highest usefulness for the principals were the following:  

• Research-based best practices for both leadership and instruction (3.68) 
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• Analyzing student data and using them to influence both instruction and school change 

(3.63) 

• Technology tools available for administrators and for classroom instruction (3.61) 

• Changing federal and state accountability (4.15). 

 The four topics of highest usefulness or provided principal professional development, 

from the district staff development administrator perspective, were the following:  

• Changing federal and state accountability standards (4.25) 

• Research-based best practices for both leadership instruction (4.17) 

• Analyzing student data and using them to influence both instruction and school change 

(4.08) 

• Response to intervention and creating and/or changing campus culture and climate for 

collaborative learning (both received 3.83). 

 Three of the four highest rated topics were aligned for both principals and staff 

development administrators: changing federal and state accountability standards, analyzing 

student data and using them to influence both instruction and school change, and research-based 

best practices for leadership and instruction.  Technology tools available for administrators and 

for classroom instruction, while rated in the most useful group by the principals and not by the 

staff development administrators, received an average usefulness rating above the useful level by 

the staff development administrators (3.33).  Response to intervention, while rated in the most 

useful group by the staff development administrators and not by the principals, received an 

average rating above the useful level by the principals (3.44).  Creating and/or changing campus 

culture and climate for collaborative learning, while rated in the most useful group by the staff 
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development administrators and not by the principals, received an average rating above the 

useful level by the principals (3.34). 

 The four topics of least usefulness for the principals as based on the average ratings 

received were the following: 

• Leading learning for increasingly diverse ethnic backgrounds of students (3.20) 

• Consensus building (3.18) 

• Working with parents of diverse education, economic, and ethnic backgrounds (3.08) 

• Making the most of shrinking budgets (3.59). 

None of the 22 topics received average usefulness ratings below the level of useful from the 

participating principals. 

 The four topics staff development administrators considered of least usefulness for 

principal professional development, as based on average ratings received, were the following: 

• Working with parents of diverse education, economic, and ethnic backgrounds (3.25) 

• Making the most of shrinking budgets (3.17) 

• Consensus building (3.17) 

• Examining student work as a vehicle for improved leadership and instructional practices 

(2.92). 

Examining student work as a vehicle for improved leadership and instruction practices was the 

only topic that showed an average rating below the usefulness level by the staff development 

administrators.  

 Three topics were considered of least usefulness by both groups: consensus building, 

making the most of shrinking budgets, and working with parents of diverse education, economic, 

and ethnic backgrounds.  Leading learning for increasing diverse ethnic backgrounds of students, 
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while rating in the least useful group by the principals and not by the staff development 

administrators, did receive an average rating just above the useful level (3.33).  Examining 

student work as a vehicle for improved leadership and instructional practices, while rating in the 

least useful group by the staff development administrators and not by the principals, received an 

average rating over the useful level by the principals (3.41).  

Correlations between principal and staff development administrator perceptions. The 

relationships between principal and staff development administrator perceptions regarding topic 

importance, topic provision, and topic usefulness were examined through linear regression 

analysis. 

1. A correlation coefficient, or Pearson r, was calculated for the average topic importance 

ratings for the principals and the staff development administrators. 

2. A correlation coefficient, or Pearson r, was calculated for the average topic provision 

ratings for the principals and the staff development administrators. 

3. A correlation coefficient, or Pearson r, was calculated for the average topic usefulness 

ratings for the principals and the staff development administrators. 

Principal and staff development administrator perceptions regarding topic importance had 

a relationship as demonstrated by r = 0.74. This correlation fell within the 0.70 to 0.90 range 

considered a strong positive correlation by Hinkle et al. (1998).  This strong relationship 

indicated that principals and staff development administrators are aligned in their perceptions of 

topics of importance for principal professional development. 

Principal and staff development administrator perceptions regarding topic provision had a 

relationship as demonstrated by r = 0.74.  This correlation fell within the 0.70 to 0.90 range 

considered a strong positive correlation by Hinkle et al. (1998).  This strong relationship 
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indicated that principals and staff development administrators are aligned in their perceptions of 

topics of district provision for principal professional development. 

Principal and staff development administrator perceptions regarding topic provision had a 

relationship as demonstrated by r = 0.66.  This correlation fell within the 0.50 to 0.70 range 

considered a moderate positive correlation by Hinkle et al. (1998).  This moderate relationship 

indicated that principals and staff development administrators are somewhat aligned in their 

perceptions of topics of usefulness for principal professional development when they are 

provided by the local school district. 

These relationships are among the strongest in this study.  In fact, all three are stronger 

than all but one of the principal perceptions relationships studied.  This alignment in perceptions, 

as demonstrated by the calculated correlation coefficients, indicated agreement between 

principals and staff development administrators regarding topic importance, topic provision, and 

topic usefulness. 

Elements of meaningful professional development for principals. Both principal and staff 

development administrator survey participants were asked to describe the characteristics of 

effective and meaningful professional development for principals.  These open-ended questions 

represented two questions on the principal survey and one question on the staff development 

administrator survey. 

 Principals recalled their most meaningful professional learning and the elements of those 

learning opportunities that made them meaningful.  Principals included the following elements of 

these meaningful learning opportunities: relevancy, learning leading to understanding and a 

change in practice, focused learning, opportunities for collaboration, and differentiated learning 

based on the needs and experiences of the individual principals.  When asked more generally 
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about characteristics of effective professional development for principals their answers were 

similar.  The participating principals included characteristics related to relevance, collaboration 

opportunities, research-based content, focused learning, and differentiated learning based on the 

needs and experiences of the individual principals.  The responses to these two questions overlap 

in four of the five categories developed from their responses. 

 Staff development administrators responded to a survey item regarding characteristics of 

effective professional development designed specifically for principals.  Characteristics of useful 

professional learning included: relevancy, opportunities for collaboration, focused opportunities, 

results-driven learning, and balance.  Results-driven learning referred to the need to evaluate the 

professional development for principal and if it did not lead to a positive change in practice than 

it could not be considered successful.  Finally, staff development administrators’ survey 

responses indicated a concern with balancing the needs of the district, campus, and individual 

principal when planning professional development. 

 Both groups, principals and staff development administrators, reported the following 

characteristics as vital for effective professional development for principals: relevancy, 

collaboration opportunities, and focused learning with clear objectives and expectations. 

Principals also desired research-based learning.  Staff development administrators desired 

results-driven learning which aligns with the learning leading to a change in practice that the 

principals discussed.  Finally, the staff development administrators’ comments regarding 

balanced learning, considering the needs of the district, campus, and individual, does align with 

the principals’ needs for differentiated learning.  
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Relationship Between Principals and Staff Development Administrators – Interview Data 

Professional development opportunities the district sponsors specifically for principals. 

Principals shared several comments regarding their current professional development 

opportunities as provided by their local school district.  Workshops, book studies, classroom 

walkthroughs, collaboration sessions, and summer retreats were all referred to as common 

settings for principal professional development.  Principals also shared a variety of content 

currently offered to them.  These topics included: curriculum and assessment, brain research and 

student motivation, legal issues, special education updates, educational transformation, teacher 

supervision and improvement, and classroom instruction.  

 Staff development administrators shared several comments regarding the current district 

professional development opportunities provided to their principals.  Meetings, workshops, book 

studies, classroom walkthroughs, and summer retreats were all referred to as common settings 

for the professional development they planned specifically for principals.  Ten participating 

administrator shared the annual learning for principals was based on a particular focus for the 

year.  These topics of focus included: curriculum and assessment, data disaggregation and 

analysis, building learning communities through collaboration, discussions of classroom 

instruction and the improvement of that instruction, and campus improvement planning. 

 Principals and district staff development administrators were aligned in their perceptions 

of the settings of principal professional development offered within their district.  Each group 

specifically referred to workshops, book studies, classroom walkthroughs, and a summer retreat 

as common settings within their district.  There were two common topics mentioned between the 

two groups: curriculum and assessment and classroom instruction.  The alignment between the 

principal and staff development administrator responses is not as tight when each group was 

asked to share the current professional development topics for principals within the district. 
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 Interviewed principals also discussed how the topics of district professional development 

were chosen and planned.  Most were unclear with 12 participants indicating that the district 

leadership must make those decisions, perhaps based on stated district goals.  Only three 

participating principals indicated that principals themselves had much involvement in the 

professional development impacting them.  

 Interviewed staff development administrators discussed how the topics of district 

professional development were chosen and planned.  These providers indicated that each year of 

principal professional development focus was chosen based on the stated district goals and 

objectives as well as the consideration of individual campus needs.  The principals’ conjecture 

that the district leadership made these professional development decisions each year was 

reinforced by the staff development administrator discussion of district leadership making those 

decisions.  The staff development administrators also shared a lack of comprehensive principal 

involvement in those decisions, a concern raised by the principals in their interviews.   

Principal professional development topics of greatest district benefit. Interviewed 

principals were asked to share what professional development topics they considered had 

benefited the district the most. Several management and leadership topics were shared including 

legal issues, special populations updates, curriculum, instruction, and assessment, technology 

updates, and dialogue about learning organizations in general. Additionally, several specifically 

mentioned district training and their work in continued professional learning communities as 

having great benefit for the district. 

 Interviewed staff development administrators were also asked to share what professional 

development topics they considered as having the most district benefit. Again, several 

management leadership topics were shared including special population information, instruction, 
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and work with ongoing professional leadership communities. These responses were aligned with 

the responses from the principals in each topic.  

Recommendations for future principal professional development provided by districts. 

Principals shared several ideas regarding their future development as provided by their local 

school district. Future topics for consideration included: technology tools, differentiated 

instruction, growing teacher leadership, shared leadership, changes in curriculum and assessment 

practices, and working with changing demographics and the impact of those changes on their 

work with parents and students. A specific process suggestion of professional development 

designed for principals and teachers together was given. 

 Staff development administrators also shared several ideas regarding the future 

professional development they provide to principals. Future topics for consideration included: 

technology tools, changes in curriculum and assessment practices, and instructional strategies. 

All staff development administrators participating in the interviews indicated a need to continue 

to provide a mix of management, leadership, and instructional learning opportunities based on 

the changing needs of the district, campus, and individual. 

 Several similarities between the principal and staff development administrator responses 

were noted. These similarities included the topics of technology tools, changes in curriculum and 

assessment practices, and instructional strategies. The changing demographics topic mentioned 

by principals does align with the staff development administrators comments to continue to 

provide a mix of learning opportunities based on the changing needs of the district, campus, and 

individual. 

Use of regional educational service centers and state/national organizations. The 

interviewed principals reported little use of the Educational Service Center (ESC) for their 
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professional development needs. Only five participating principals indicated that this was an 

option that they utilized with any regularity. These five reported using the ESC for limited legal, 

curriculum, and accountability updates that their district did not provide. The other eight 

participating principals indicated their lack of ESC use was based on the time required for travel 

as well as duplication of offerings between the local school district and the ESC.  

 District staff development administrators reported mixed use of the ESC for principal 

professional development. Smaller district administrators reported utilizing the ESC far more 

than those from medium and larger sized districts. Reponses indicated that it depended on 

resources. Principals utilized the ESC when the district did not have the resources within to 

provide the necessary development, but they did not utilize the ESC when the district typically 

offered the same content within district. 

 Responses regarding the use of the ESC for principal professional development were 

aligned between principals and district staff development administrators. They were also aligned 

along district size categories with principals in smaller district utilizing the ESC to a greater 

extent than their larger district peers. Finally, district staff development administrators in smaller 

districts encouraged principal participation in ESC provided opportunities to a greater extent than 

their larger district peers.  

 Each interviewed principal discussed the benefit of access to state and national 

organizations for both ongoing information and ideas and annual conference opportunities. These 

organizations included content-specific groups, principal based organizations, and topical 

conferences (i.e. national Title I conference). Principals expressed that these opportunities 

afforded them to network with principals beyond their district as well as differentiate their own 

learning based on their conference choice. 
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 District staff development administrators shared the benefit of state and national 

organization membership and conference attendance by principals. While the district often 

struggled with differentiating professional development for principals, conference selection and 

attendance did allow principals to make choices based on their interests and needs. The district 

staff development administrator responses indicated that local school district support for those 

opportunities was a fiscal one and principals were not required to attend conferences outside the 

district.  

 Both principals and staff development administrators shared the common response that 

conference selection and attendance was a valuable resource for differentiating professional 

development based on principal interest and need. Additionally, they agreed that district support 

for these opportunities was valued. However, several principals and staff development 

administrators discussed the decline in these funded opportunities as local budgets continue to be 

constrained.  

Importance of professional development for principals. Both participating principals and 

district staff development administrators indicated that professional learning opportunities for 

current principals are vitally important.  Many of the stated reasons were similar between the two 

groups, and they share the same sentiment shared by Frederick Brown of Learning Forward 

(formerly the National Staff Development Council, personal communication, December 6, 2011) 

that unless an organization expects to hire principals with all the knowledge, skills, and abilities 

that they will need to have in order to be forever successful leaders of campuses, then it is the 

organization’s obligation to provide for ongoing professional learning of campus leaders.  

When asked about the value of professional learning for campus administrators, the 

interview participants’ answers fell into one of three categories.  The first was the idea that 
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principal professional learning was essential or the teachers and students were going to leave 

them behind!  The concern was that everything in education is changing so quickly that 

principals have to continually be learning to stay ahead of the curve.  The second idea, or 

category, was that principals must be the model of life-long learning that teachers and students 

should see.  Continued learning and growth must be a part of being a leader on the campus.  The 

third, or final idea, was that of continued networking and collaboration with other school leaders.  

This sentiment was shared by 11 of the principals interviewed.  While there is a time for 

individual study, reading, and reflection, most felt that the principalship is a rather lonely job and 

the opportunity to collaborate with other principals is critical.  These opportunities most likely 

occur during professional learning activities.  

 Each district professional learning administrator was asked to share his/her thoughts on 

why principal learning is important.  Eight reported that the need for the principal is the same as 

the need for everyone else in the organization.  The need for everyone in the organization to stay 

current and adapt to the changing needs of the students is vitally important.  Three reported that 

the principal is expected to be the lead learner in the building and if he/she is not growing 

professionally, then no one else will be.  Nine referred to the principal’s need to stay focused on 

the campus goals and continually find new ways to achieve those goals.  Three discussed the 

importance of the campus principal truly understanding the new instructional strategies, 

priorities, and initiatives of the district to assist implementation by teachers on the campus.  

Finally, one district administrator provided an apt argument for districts to provide principals 

with professional learning that is both relevant and coherent with the strategic plan of the district.  

Sometimes principals do not see a connection between their leadership work and any 

impact on instruction.  We know that the campus leadership work is brief, fragmented, 
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and varied over the course of the day.  Leaders need to know how to turn those brief, 

fragmented, and varied pieces into true leadership that cascades down to student success.  

Everything they do matters. (Interviewed Staff Development Administrator, March 1, 

2012) 

Summary 

 The data presented in this chapter represented the information collected with regard to 

this research study.  Electronic surveys were completed by 155 principals and 13 staff 

development administrators.  Interviews were conducted with 13 principals and the same 13 staff 

development administrators in the 13 participating school districts in the North Texas Metroplex.  

The results were discussed within the framework of the four research questions to this study, all 

relating to principal perceptions of professional learning for campus leaders: 

1. What areas of professional development do Texas principals perceive are important? 

2. What areas of professional development are Texas principals receiving from their local 

school districts? 

3. What areas of provided professional development do Texas principals perceive are 

useful? 

4. What characteristics of professional learning do Texas principals consider important and 

meaningful? 

5. What areas of professional development for Texas principals do district staff 

development administrators perceive are important? 

6. What areas of professional development are district staff development administrators 

providing to Texas principals? 
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7. What areas of provided professional development do district staff development 

administrators perceive as useful for Texas principals? 

8. What characteristics of professional development do district staff development 

administrators consider important and meaningful for Texas principals? 

9. How do the perceptions of district staff development administrators align with principals’ 

perception of staff development designed to accommodate their needs? 

Analysis of each of the first three research questions included the disaggregation of 

survey data by various principal, school, and school district demographic factors to allow 

comparison with the results found as a whole.  Additionally, the relationship between 

professional learning topics of importance, topics addressed by local school districts, and 

usefulness of those addressed topics was calculated using the correlation coefficient, Pearson r.  

Interview information was used to enhance understanding of the survey results and to develop a 

deeper understanding of principal perceptions. 

Investigation of the fourth research question involved both survey and interview 

responses.  All survey data were considered as a whole.  Interview data were utilized to lead to a 

deeper understanding of principal perceptions.  Qualitative analysis, through the use of 

examining and categorizing responses, was utilized in this research question.  

Investigation of the fourth, fifth, and sixth research questions included examination of 

both survey and interview responses of district staff development administrators. The survey 

information was examined as a whole as average ratings were calculated. Interview information 

was used to enhance understanding of survey results and to develop a deeper understanding of 

district staff development administrator perceptions.  
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Investigation of the eighth research question involved both survey and interview 

responses of district staff development administrators. All survey data were considered as a 

whole. Interview data were utilized to lead to a deeper understanding of staff development 

administrator perceptions. Qualitative analysis, through the use of examining and categorizing 

responses, was utilized in this research question.  

The final research question involved analysis of alignment between principal and staff 

development administrator perceptions. Comparisons of both survey and interview data from 

each group were used in this comparison. 
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CHAPTER 5 

DISCUSSION AND CONCLUSIONS 

 This chapter presents an overview of this research study, followed by a discussion of the 

findings and results. The discussion is presented within the context of the research questions and 

the literature related to professional learning for current campus leaders. The chapter concludes 

with recommendations for future research and study based on the findings and results presented. 

Overview of the Study 

 The purpose of this study was to investigate the perceptions of Texas principals as to the 

degree to which their local school districts are meeting their ongoing professional development 

needs.  The study examined the perceptions of the research participants as a whole and by 

various subgroups based on demographic information.  The results were then compared in order 

to identify any differences in perceptions based on demographic characteristics.  The study 

participants included principals and staff development administrators from 13 participating 

districts.  These districts were selected based on the existence of district programs of professional 

learning for current principals, existence of the position of a district level staff development 

administrator, and superintendent interest and support in the study.  All 13 participating districts 

were located within the Dallas-Fort Worth Metroplex of Texas.  

 The specific staff development topics utilized in the survey instrument were based on the 

review of literature of principal professional learning as well as on the suggested items derived 

from the small group of principals participating in a pilot study.  The interview questions were 

developed based on the need to further investigate the survey results.  Both principals and staff 

development administrators participated in the survey and the interview processes. 

 The specific research questions, which guided this study, were the following: 
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1. What areas of professional development do Texas principals perceive are important? 

2. What areas of professional development are Texas principals receiving from their local 

school districts? 

3. What areas of provided professional development do Texas principals perceive are 

useful? 

4. What characteristics of professional development do Texas principals consider important 

and meaningful? 

5. What areas of professional development for Texas principals do district staff 

development administrators perceive are important? 

6. What areas of professional development are district staff development administrators 

providing to Texas principals? 

7. What areas of provided professional development do district staff development 

administrators perceive as useful for Texas principals? 

8. What characteristics of professional development do district staff development 

administrators consider important and meaningful for Texas principals? 

9. How do the perceptions of district staff development administrators align with the 

principals’ perception of staff development designed to accommodate their needs? 

In each of the areas descriptive statistics were utilized to analyze survey responses while 

open-ended survey items were additionally analyzed through the creation of a category system.  

Interview responses were summarized through the use of categories created after the interviews 

were completed.  In addition to the report of the categories developed, selected individual 

responses were also reported. 
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Summary and Discussion of Findings 

Research Question 1: What Areas of Professional Development do Texas Principals Feel are 
Important? 

 Each of the 22 topics of professional learning received an average importance rating 

above the important level with seven of those topics receiving average importance ratings 

between the important and very important levels by the principal survey participants.  The topics 

with the highest average ratings overall were found to be important within many of the 

demographic subgroups.   The results included topics not considered as important by the 

participating principals.  Three topics fell to the lowest of the average ratings by the principals 

overall.  These same three topics were rated low by several of the subgroups examined.   

 Demographic factors did impact principal perception of topic importance. Campus 

demographic variables, such as percentage of LEP students, percentage of economically 

disadvantaged students, and campus type (elementary, middle, high school, and other types of 

campuses) impacted average ratings of topic importance when analyzed. School community 

setting, as well as district size, impacted average ratings of topic importance. Principal 

demographic variables, such as years of experience and gender, did not have as much impact on 

average ratings of topic importance.  

 Finally, the interview results provided additional insight into the survey results for this 

research question.  Many of the topics valued as important above were mentioned as important in 

the interviews while additional topics of importance were discussed as well.    

 These findings agree with the available research in that all 22 topics were considered 

important for principal professional development. However, no previous research has examined 

the topics as a whole and examined principal perceptions when considering the full list. 

Additionally, the demographic differences defined through the survey do influence principal 
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perceptions. These demographic differences have been noted in previous research conducted 

with Michigan principals (Denson, 2006).  

 Principal perceptions of topic importance differed across participants from common 

districts as campus demographic variables and principal experiences are different. These 

differences must be accounted for when planning principal professional development as these 

differences often exist within a single district.  It is evidence that principals must be allowed to 

use their judgment when selecting appropriate professional development. While each topic is 

important for principals somewhere, it may not be the most important for a particular principal. 

Districts must allow principals choice in their professional development.  

 Finally, while all 22 topics received average importance ratings at or above the important 

to very important level, there was no ranking of topics according to their importance.  The 

current results indicated that principals find all 22 topics important.  While this finding aligned 

with the review of literature used to develop the 22 topic set, it was no indication of prioritization 

of professional development.  If all 22 topics are important, then none is really important as they 

cannot all be accomplished at any level of depth.  Additionally, all 22 topics cannot be important 

to all principals.  Principals and district staff development administrators must use these topics as 

merely a starting point as they work to prioritize the learning needs for their district.  

Research Question 2: What Areas of Professional Development are Texas Principals Receiving 
from Their Local School District? 

 Several topics received high ratings as related to the provision of these topics by the local 

school district for principal professional learning.  These same topics received high average 

ratings from many of the principal demographic subgroups utilized in the study.  Several topics 

receiving the highest district provision ratings also received the highest average importance 

ratings. It is obvious that districts are providing professional development on the topics that the 
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principals consider most important. However, while much of the data above aligned and 

individual subgroup ratings appeared to be similar to the group as a whole, differences did exist.  

Campus demographic factors, such as school type (elementary, middle, high school, or other 

type of campus), percentage of LEP students, and percentage of economically disadvantaged 

students all impacted principal ratings of topic provision. The greatest differences in average 

principal ratings were for district size as principals in small districts rated 16 of the topics below 

that of the adequate/appropriate level.  This appeared to be quite a difference from the group as a 

whole and from the results for the other subgroups. However, it is aligned with later findings 

regarding the usage of Educational Service Centers (ESCs) for many principal development 

offerings for those in small districts.  

 Interview responses within this research question appeared to support the data gathered 

from the principal survey with regard to the topics offered and those of greatest value to the 

district as a whole.  The interview results indicated that many principals were unclear as to how 

district professional learning topics were selected, they did know that the staff development 

administrator was instrumental in those decisions.  Principals indicated they would appreciate an 

increased role in district professional development planning. An increase in principal 

participation in the planning process for district staff development would align to the related 

research findings of Cawelti (1982), Mohr (1998), Hoffman and Johnston (2005), and Bruce 

(2006).   

 Principal perceptions of district provision varied widely across the various demographics.  

While these differences could be attributed to district abilities to provide professional 

development as needed by all principals, it indicated that principals in different circumstances 

have different perceptions regarding what is actually provided by the district.  What is 
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adequate/appropriate for one principal might not be adequate/appropriate for another principal 

within the same district and even at the same type of school.  Principal participation in the 

planning processes for district staff development, as well as elements of differentiated 

professional development for principals, is a necessary next step for school districts.  

Research Question 3: What Areas of Provided Professional Development do Texas Principals 
Feel are Useful? 

Several topics received high ratings as related to the usefulness of professional learning 

topics provided by their local school districts.  These same topics received high average ratings 

from many of the principal demographic subgroups utilized in the study.  Three of the topics 

most highly regarded in usefulness by surveyed principals also received high ratings for 

importance and district provision: research-based best practices for both leadership and 

instruction, analyzing student data and using them to influence both instruction and school 

change, and changing federal and state accountability standards.  

The topics utilized within this research question were perceived as useful if/when they 

were provided by local school districts.  Each of the topics received average ratings at or above 

the usefulness level, indicating that district provided professional development is useful to the 

participating principals when examined as a whole group.  However, a very different picture 

emerged when looking at the results from a few of the subgroups.  Demographics related to 

school district size, community setting of the campus (urban, suburban, rural), and the grade span 

of the campus had the greatest impact on principal perceptions regarding topic usefulness.  

Interview responses, for the most part, supported the survey findings related to Research 

Question 3.  Those interviewed found that the topics of most benefit included those centered on 

technology, research-based instructional strategies, and professional learning communities. 

Interviewed principals responded that the opportunities provided by the district were useful, at 
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some level.  However, the topics offered did not always match what they wanted for their own 

learning.  

District provided professional development on the topics considered most important is 

meeting the needs of the participating principals.  However, when a district is unable to provide 

the professional development that is needed, principals must rely on other sources for their 

learning.  These sources may or may not be equipped to provide the learning either. In fact, there 

is no guarantee that the professional development accessed from outside sources, such as the 

ESC or professional organizations, will be considered useful by the participating principals.  As 

technological advances enable individuals to reach out beyond the boundaries of the school 

district, region, state, and country, principals and districts need to consider more expansive 

networks for accessing the professional learning that they most value. 

The professional learning topics of importance, topics of actual district sponsored 

professional learning, and provided topics of greatest use were aligned with those found in the 

review of related literature.  There is no previous research that ranks the topics in order of 

importance. Additionally, there is no previous research that examines all 22 topics in a single 

study. All 22 topics are important for principal professional learning based on the related 

literature, a finding that the participating principals supported. Additionally, no previous research 

finds all 22 topics rated as to district provision or the usefulness of training received from the 

local school district. However, the assumption can be made that school districts should be 

providing the professional development that their principals perceive is important and that such 

professional development should be useful for the principals. When the district is unable to 

provide the professional development that principals deem important and useful, other 

opportunities and partnerships must be developed to provide access.  
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Relationship between topic importance, district provision, and usefulness of professional 

development provided for principals. A linear regression analysis was performed and the 

correlation coefficient, Pearson r, was found for each group of topics related to the other.  The 

relationships between the perceived importance of a topic, district provision of the topic, and the 

usefulness of those topics were found. Only 14 of the 66 correlations calculated fell within the 

moderate correlation range and none fell within the strong correlation range (Hinkle et al., 1998). 

Each of these 14 moderate correlations fell within the comparison between district provided 

opportunities and the usefulness of those opportunities.  

Three of those moderate correlations identified between provision and usefulness were 

for topics the principals rated in the highest four of importance.  However, many of the 14 were 

not in the top half of average ratings for importance.  Several of the moderate correlations were 

found between topics not well provided by the district and not very useful when received.  

Additionally, several of the relationships considered to have little to no correlation (Hinkle et al., 

1998), are actually a positive outcomes for this study.  While all 22 topics were considered 

important by the principals, many were not as important as others. When a topic considered less 

important, as determined by lower average ratings, receives low average provision ratings it 

indicated that these topics are not being provided by the local school district.  

These results indicated, as both survey and interview results supported, that principals 

perceive the professional development they are receiving from the school district is useful.  

However, the lack of moderate correlation results for any topic between importance and district 

provision indicated the need for districts to plan professional learning according to the needs of 

their principals and to ensure that the training is adequate and appropriate in nature.  According 

to Seyfarth (2005), Pritchard and Marshall (2002), Schumacher (2007), and Murphy and 
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Hallinger (1987), careful planning of topics chosen for district professional learning, as well as 

principal participation in the planning processes, can improve the relevancy and adequacy of 

provided training.  These results indicated that such careful planning and principal involvement 

are necessary.  District staff development administrators and principals must work closely 

together in order to ensure that the relationship between topic importance, topic provision, and 

topic usefulness is strong. Therefore, such relationships are not currently strong.  

Research Question 4: What Characteristics of Professional Learning do Texas Principals 
Consider Important and Meaningful? 

 The findings related to this research question were based on constant comparison analysis 

and frequency counts related to those categories for both open-ended survey items and interview 

questions.  The results from campus principals were very similar across the survey and interview.  

Campus principals discussed the following important elements of successful professional 

learning in their survey responses: relevancy, collaboration, research-based topics, focus, and 

differentiated/based on principal needs and requests. Interviews of principals revealed similar 

responses to those found through the survey.  Collaboration, networking, opportunities for 

reflection, and principal input in planning processes were responses shared by multiple principals 

through the interviews as they discussed the elements of valuable learning experiences.   

 The characteristics of high-quality professional development for principals, as found in 

the review of related literature, include several items valued by the participating principals. 

There appeared to be coherence between the survey and interview findings within this research 

question and the review of related literature in the qualities of most importance to principals. 

While these elements of quality professional development for principals are repeated throughout 

the literature, it is important to acknowledge that they would not mean the same for everyone. 
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For example, topics that are relevant for some principals would not be relevant for others, as well 

documented in this study’s results. 

Professional development that both values the needs and experiences of principals (Braun 

& Carlson, 2008; Caldwell, 2001; Fleck, 2008; Lawler, 2003; Lee, 1993; Peterson & Cosner, 

2005) and the needs of individuals (Garcia, 2003; LaPlant, 2001; Mann, 1998; Vogel, 2009) was 

reflected in both survey and interview results.  The balance necessitated between the needs of the 

individual, the needs of a specific campus, and district needs is a professional development 

challenge supported by both principal and district staff development administrator surveys.  

Principals, as the results of both the survey and interviews supported, desire professional 

learning opportunities that are relevant and differentiated.  It is an imperative that principals are 

allowed to select professional development opportunities that are relevant and meaningful for 

them, based on the needs and requests of the principal. School districts must continue to identify 

opportunities for principal choice in professional development. It may not be possible for school 

districts to provide all the professional learning opportunities that principals require. However, 

partnerships with ESCs and professional organizations can assist principals and districts in filling 

the void. Additionally, technological advances prevent principals and districts from being limited 

to only those opportunities offered within their region.   

Research Question 5: What Areas of Professional Learning for Texas Principals do District Staff 
Development Administrators Perceive are Important? 

Each of the 22 topics for principal professional development for principals received 

average ratings above the level of “important” by the district staff development administrators 

participating in the survey.  Interview responses from all 13 participants indicated a continued 

need for districts to provide a combination of management, leadership, and instructional 

opportunities for principals.  Given the survey and interview responses, instructional professional 
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development opportunities are considered most important within each district.  These findings 

aligned with review of literature outcomes indicating a continued need to emphasize instructional 

leadership with principals.  

While all 22 topics might be considered important for principal professional 

development, not all of them can be delivered with the depth necessary to be useful. Twenty-two 

priorities would indicate an organization has no priorities. However, this study did not identify 

the topics of most importance, or priority. District staff development administrators must work 

with principals to identify those topics of greatest needed at any given time.  The topics of 

greatest importance will continue to change according to shifting demographics, expectations, 

and state/national standards.  

Research Question 6: What areas of provided professional development are district staff 
development administrators providing to Texas principals? 

 Staff development administrators rated the same 22 topics regarding the degree to which 

their district provides those learning topics for principals. Topics received average ratings from 

the less than adequate/appropriate level to just above the adequate/appropriate level. Three of the 

four most provided topics also received the highest importance ratings from this group of staff 

development administrators. Additionally, interview data supported the survey results that 

districts are offering topics of importance to principals. It is evident that districts are providing 

professional development that staff development administrators perceive as important topics to 

principals. District emphases on principal professional development in the areas of instructional 

leadership, as opposed to management and general leadership topics, is also evident from both 

survey and interview responses. These findings align with review of literature outcomes 

indicating a continued need to emphasize instructional leadership with principals. 
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 A key finding is that staff development administrators are providing professional 

development on the topics they perceive most important for principals. The topics of importance 

for principal professional development must be developed with both principals and staff 

development administrators “at the table.” Through ongoing collaboration between the two 

groups, district administrators can ensure that principal and staff development perceptions are 

aligned.  

Research Question 7: What areas of professional development do district staff development 
administrators perceive as useful for Texas principals? 

 Staff development administrators considered three provided topics to be very useful for 

principals, while 18 topics were provided at or above the useful level and one topic was provided 

at a level less than useful.  Three of these topics were also considered most important and most 

provided by the same group of staff development administrators. These findings indicated strong 

alignment between what staff development administrators consider important for principals, 

what they provide them, and the usefulness of those provided topics. Each of these topics 

reflected district emphases on instructional leadership.  

 Interview responses also reflected district emphases on topics of instructional leadership. 

Topics of most usefulness for principals, based on staff development administrator observations 

of changes in principal practice, included those related to instructional strategies and settings for 

special education students and the increased use of collaborative structures with teachers. These 

findings align with review of literature outcomes indicating a continued need to emphasize 

instructional leadership with principals. 

 In most cases, staff development administrators perceive that the professional 

development opportunities they provide for principals are useful for that group. Usefulness, as 

defined by these district administrators in their interviews, indicated that the learning provides 
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not only new knowledge and skills, but that principals actually change their practice based on the 

learning.  The strong alignment between the three topics considered important, well provided, 

and useful indicated the staff development administrator perception that the professional 

development opportunities they provide for principals are making a difference within their 

districts. 

Research Question 8: What characteristics of professional development do district staff 
development administrators consider important and meaningful for Texas principals? 

 Staff development administrators indicated, through survey responses, that effective 

professional development must be relevant, collaborative, focused, results-driven, and balanced. 

These responses are aligned with both the review of literature regarding characteristics of 

effective professional learning and the results of research questions 5, 6, and 7. The effective 

characteristics of results-driven professional development is evidenced in the previous research 

question where staff development administrators “measured” the usefulness of provided 

professional development on a particular topic based on the change they could see in principal 

and/or campus practice.  

 Staff development administrators indicated, through interview responses, district 

provided professional development must meet the criterion of relevancy, collaborative, focused, 

results-driven, and balanced. They also indicated that powerful processes and settings for district 

professional development for principals included opportunities to collaborate with other 

administrators. Collaboration was mentioned multiple times as related to this research question – 

both as a topic of content and as a process of professional learning. 

 Balanced professional development opportunities are also an area of concern. District 

staff development administrators, as the results of both the survey and interviews supported, find 

this a significant challenge while being charged with building a common district understanding 
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on certain topics and/or moving an entire district in a particular direction.  Unfortunately, that 

direction might not be seen as relevant and/or important to all individual campus principals.  It is 

a complicated issue, beyond the surface difference in priorities, as principals bring to any 

learning experience different levels of understanding of a topic.  Staff development 

administrators continue to struggle with principal disinterest in topics not considered relevant 

and such experiences pose quite a challenge for district staff development administrators as they 

strive to balance individual, campus, and district needs. However, these topics may be of vital 

importance at the district level. District priorities must be considered and planned for. The ability 

of district administrators to strike the appropriate balance of professional development for 

principals will determine a district’s success in meeting the constantly changing demands placed 

on campus administrators.  

Research Question 9: How do the perceptions of district staff development administrators align 
with the principals’ perception of staff development designed to accommodate their needs.  

Topic importance. Principals and staff development administrators are aligned in their 

perceptions of the topics of highest importance for principal professional development. This is 

evident through the research results finding three of the four highest-rated topics for each group 

were identical: changing federal and accountability standards, analyzing student data and using 

them to influence both instruction and school change, and research-based best practices for both 

leadership and instruction. It is also evident through the research results finding three of the four 

lowest-rated topics for each group were identical: curriculum development, consensus building, 

and management skills, including planning, organizing, direction, and supervision. Finally, the 

relationship between principals and staff development administrators regarding topic importance 

is a strong one, as evidenced by the correlation coefficient r = 0.74. While the related research 

based does not rate the 22 topics in terms of greatest or least importance, all 22 topics are 
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discussed as important by scholars, researchers, and educational leaders. These three topics also 

illustrate an alignment between principals and staff development administrators regarding 

perceptions of the importance of continued development in the area of instructional leadership.  

 Alignment in perceptions of topic importance between principals and those responsible 

for planning district professional development is imperative.  Without alignment on topics of 

importance there is little hope that provided professional development can be relevant and meet 

the needs of principals.  This alignment lays the foundation for all comparisons that follow.  

However, both the principals and the staff development administrators considered all 22 topics 

important, they are aligned in their perceptions. The question needs to be which topics are most 

important for principals at that current time.  Principals and staff development administrators 

must work together to determine the priorities for principal professional development based on 

current district, campus, and individual realities. 

Topic provision by local school districts. Principals and staff development administrators 

are aligned in their perceptions of the continued professional development opportunities that the 

local school district provides principals. These perceptions are aligned for both topics well-

provided as well as those not provided at a level considered adequate/appropriate.  Three of the 

four topics considered best provided by the local school district were highly rated in both the 

principal and staff development administrator perceptions.  These topics included changing 

federal and state accountability standards, research-based best practices for leadership and 

instruction, and analyzing student data and using them to influence both instruction and school 

change.  These were three of the topics that both groups considered of highest importance.  

Additionally, the relationship between principal and staff development administrators on all 
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topics of provided professional learning was strong as demonstrated by r = 0.74.  This 

relationship further indicated that principals and staff development administrators are aligned.  

This alignment is critical and may be even more important than the alignment between 

principal and staff development administrator perceptions regarding topic importance.  All topics 

can be important, but if the district is not providing professional development on topics the 

principals need than a great disconnect exists.  With limited resources for principal professional 

development, both in terms of time and money, careful attention must be paid to what 

professional development opportunities the district provides.  Consideration of all perceptions, 

both principal and district staff, must be included in the planning.  

Provided topic usefulness. Again, principals and staff development administrators are 

aligned regarding the usefulness of the district staff development that is provided for principals. 

The same three topics appeared in the results of most useful professional development as 

revealed in the survey results: changing federal and state accountability, analyzing student data 

and using them to influence both instruction and school change, and research-based best 

practices for both leadership and instruction. These are the same three topics considered highest 

in importance by both groups and most provided by the local school district by both groups. 

Additionally, the relationship between principals and staff development administrators regarding 

topic usefulness is a moderate one, as determined by r = 0.66. It is valuable that both principals 

and staff development administrators believe that the professional development provided to 

principals is of use for them. However, this correlation needs to be strengthened. While each of 

the 22 topics are also considered very important to scholars, researchers, and educational leaders, 

as discussed in the related literature, the topics of most importance to principals must be 

identified, provided, and provided in such a way that was useful. 
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 Interestingly, small district principals and staff development administrators are aligned in 

the perceptions that their districts are lacking in depth of professional development for principals 

and the need to rely on the regional Educational Service Centers for more principal professional 

development. This alignment in perceptions, as evidenced by both survey and interview data, is 

indicative of the challenge faced by smaller districts to ensure their principals are receiving the 

development that they need when the district is unable to provide a comprehensive program. 

Smaller districts must work harder to develop comprehensive principal professional development 

programs that meet the district, campus, and individual needs of the principals, as resources are 

so limited. Additionally, smaller districts must consider working together, in cooperative 

arrangements, to expand the opportunities available for principal professional development.  

Characteristics of effective professional development for principals. Both principals and 

staff development administrators value relevancy, collaboration, research-based topics, and 

differentiated professional development for principals. The alignment between the perceptions of 

these two groups is evident from both the survey and interview responses from each group. 

Principals value experiences that lead to a change in practice, as evidenced by the survey results 

regarding their most meaningful professional learning experience.  However, staff development 

administrators value results-driven opportunities as evidenced by their survey items regarding 

successful practices.  A change in practice might not lead to the results to which the district could 

be aspiring when planning professional learning for principals. These characteristics of effective 

professional development are evident in both the literature on qualities of professional learning 

in general as well as the literature on essential qualities for principal professional development.  

 Principal involvement in planning professional development is valuable (Bruce, 2006; 

Hoffman & Johnston, 2005; McConney, Ayres, Hansen, & Cuthbertson, 2003; Pritchard & 
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Marshall, 2002; Wimpleberg, 2001). The majority of interviewed principals indicated that they 

had not been engaged in district level planning for their professional development. The majority 

of interviewed staff development administrators indicated that they did not typically engage 

principals in district level planning for their professional development. In fact, when asked, most 

interviewed principals were surprised at the thought of active principal participation in the 

planning processes. Two principals actually gasped at the possibility. Several staff development 

administrators were also surprised at the possibility of using principals more during the planning 

processes. Such reactions are indicative of the one true disconnect found in the results of this 

study – principal engagement in the planning processes for their own learning. 

While there is alignment between principals and staff development administrators 

regarding topic importance, district provision of important topics, and the usefulness of provided 

professional development, perceptions of relevancy and the need for professional development to 

lead to a change in practice would be improved if principals were engaged in planning for the 

professional development that most impacts them. In fact, principal participation in the planning 

processes is the only vehicle for strengthening principal perceptions of the professional 

development provided by the school district. Especially as budgets tighten and district 

opportunities to meet individual principal needs through conference attendance are restricted, as 

mentioned by several principals, differentiated professional development must become a higher 

priority within district professional development opportunities. These differentiated options are 

not possible without principal participation.  

Recommendations for Future Research 

 Based on the results of both the survey and interviews of principals and district staff 

development administrators, several areas of further investigation and research are warranted.  
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The findings discussed above illuminated the need for further study and research in the following 

areas: 

1. The relationships between content of professional learning (topics) provided by the 

school district and the usefulness of those provided opportunities were the highest of any 

in this research study.  However, no information was gathered regarding the impact of 

such useful provided sessions on the local principal and campus.  Further investigation 

and research is warranted to determine the degree to which useful professional learning 

experiences actually lead to a change of practice at the individual, campus, and district 

levels. 

2. Both principals and district staff development administrators shared the challenge of 

balancing individual, campus, and district needs for principal professional learning.  A 

case study of a district that is successfully balancing these needs in a comprehensive 

professional learning plan, with individual, campus, and district need components, would 

be very valuable.  

3. Additional principal demographics, such as ethnicity and bilingual/monolingual status 

may influence perceptions regarding professional development. A study of these 

demographics and their influence on perceptions is warranted. 

4. The perceptions of principals regarding topic importance, topic provision, and topic 

usefulness were compared using linear regression models. A study comparing principal 

and staff development administrators using multiple regression models would be 

valuable. 



238 

Conclusion 

Principals consider professional learning to be an important aspect of their job.  As 

evidenced by the high principal survey response rate of 56.8%, principals care very much about 

the professional development they receive and value.  Survey results regarding the importance of 

the 22 research-based topics and interview results regarding the importance of professional 

learning overall indicated this positive belief.   

Principal perceptions of the professional learning in which they engage are important.  

District-provided professional learning opportunities are time intensive for both the participating 

principals and district staff charged with planning and implementing the learning sessions.  It is 

imperative that both the topics selected, as well as the settings and methods by which they are 

learned, be based in best-practice research.  It is imperative that these topics and methods meet 

the perceived needs of the individuals, campuses, and districts.   

The results of this study indicated that principals have clear perceptions regarding the 

topics of importance to them, the degree to which their local school districts are providing 

learning in these areas, and the usefulness of this learning.  Additionally, these perceptions 

differed depending on the demographic characteristics of districts, campuses, and individual 

principals.  The results indicated moderately strong relationships between professional 

development provided and the usefulness of that learning for principals, demonstrating that the 

professional learning provided in districts is found useful for principals.  However, the results 

indicated weak relationships between important topics of professional learning and the degree to 

which these are provided by local districts.  There were weak relationships between the 

important topics of professional learning and the usefulness of the training provided by the local 

district.  These relationships as found through the survey and interview results provided evidence 

of the struggle of local school districts to balance the variety of needs represented by their 
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principals.  Only when districts can move away from a “one size fits all” approach to 

professional learning to a comprehensive plan based on the needs of each individual, campus, 

and the district as a whole will stronger alignments between principal perceptions of importance 

and the professional learning they actually receive from their school districts be seen.  
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PRINCIPAL SURVEY 
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Texas Principals’ Perceptions of Professional Development Provided  
by the Local School District 

Part A: Demographics 

1. I am the principal of a/an: 

Elementary School (K-5 or K-6)  

Middle School (6-8, 7-8, or 7-9)  

High School (9-12 or 10-12) 

Other 

 
2. My school is best characterized as: 

Urban 

Suburban 

Rural 

 
3. Number of students on your campus:  

 
4. Number of students in your school district: 

 
5. Percentage of your school’s students classified as economically – disadvantaged: 

 
6. Percentage of your school’s students classified as limited English proficient: 

 
7. Gender 

Male 

Female 

 
8. Number of years of experience as a campus principal: 

 
9. Highest degree attained: 

Bachelors 

Masters 

Doctorate 
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Part B: Your Professional Development Experiences as Provided by your ISD 

 The following questions ask about your experiences related to professional  
 development as provided for you by your school system. Remember there are no  
 right or wrong answers. Your responses are based upon your personal  
 experiences.  
 

1. Rate each of the following areas according to its importance as a professional 
development topic for current campus principals  

 
1 = unimportant 
2 – not very important 
3 – important 
4 = very important 
5 = extremely important 
 

o Changing federal and state accountability standards 
o Legal issues 
o Working with parents of diverse education, economic, and ethnic backgrounds 
o Leading learning for English language learners 
o Leading learning for increasingly diverse ethnic backgrounds of students 
o Response to intervention 
o Creating and/or changing campus culture and climate for collaborative learning 
o Problem solving strategies and tools 
o Shared leadership 
o Technology tools available for administrators and for classroom instruction 
o Campus improvement efforts 
o Guiding an organization through the change process 
o Management skills, including planning, organizing, directing, and supervision 
o Curriculum development 
o Staff development directions for the campus 
o Making the most of shrinking budgets 
o Consensus building 
o Analyzing student data and using them to influence both instruction and school 

change 
o Research-based best practices for both leadership and instruction 
o Clear communication strategies 
o Examining student work as a vehicle for improved leadership and instructional 

practices 
o Creative thinking, including asking the right questions 
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2. Rate each of the following areas according to the degree to which your local school 
district provides professional development for current campus principals. 

 
1 = not provided 
2 = inadequate 
3 = adequate/appropriate 
4 = very adequate 
5 = excessive amounts 
 

o Changing federal and state accountability standards 
o Legal issues 
o Working with parents of diverse education, economic, and ethnic backgrounds 
o Leading learning for English language learners 
o Leading learning for increasingly diverse ethnic backgrounds of students 
o Response to intervention 
o Creating and/or changing campus culture and climate for collaborative learning 
o Problem solving strategies and tools 
o Shared leadership 
o Technology tools available for administrators and for classroom instruction 
o Campus improvement efforts 
o Guiding an organization through the change process 
o Management skills, including planning, organizing, directing, and supervision 
o Curriculum development 
o Staff development directions for the campus 
o Making the most of shrinking budgets 
o Consensus building 
o Analyzing student data and using them to influence both instruction and school 

change 
o Research-based best practices for both leadership and instruction 
o Clear communication strategies 
o Examining student work as a vehicle for improved leadership and instructional 

practices 
o Creative thinking, including asking the right questions 

 

3. Rate each of the following areas according to the usefulness of provided professional 
development for current campus principals. 
 

1 = not provided 
2 = not useful 
3 = useful 
4 = very useful 
5 = extremely useful 
 

o Changing federal and state accountability standards 
o Legal issues 
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o Working with parents of diverse education, economic, and ethnic backgrounds 
o Leading learning for English language learners 
o Leading learning for increasingly diverse ethnic backgrounds of students 
o Response to intervention 
o Creating and/or changing campus culture and climate for collaborative learning 
o Problem solving strategies and tools 
o Shared leadership 
o Technology tools available for administrators and for classroom instruction 
o Campus improvement efforts 
o Guiding an organization through the change process 
o Management skills, including planning, organizing, directing, and supervision 
o Curriculum development 
o Staff development directions for the campus 
o Making the most of shrinking budgets 
o Consensus building 
o Analyzing student data and using them to influence both instruction and school 

change 
o Research-based best practices for both leadership and instruction 
o Clear communication strategies 
o Examining student work as a vehicle for improved leadership and instructional 

practices 
o Creative thinking, including asking the right questions 

 

4. Describe your most meaningful (effective) professional development experience as a 
principal. (This is not limited to those provided by your school system).  
 

5. Please explain why/how it was meaningful…. 
 

6. Was this most meaningful experience provided by your school system? (yes/no) 
 

7. Describe the elements of a successful professional learning experience for campus 
principals. 
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Staff Development Administrator Survey 

Texas Principals’ Perceptions of Professional Development Provided by the Local School 
District 

Part A: Demographics 
 

1. My school district is best characterized as: 

Urban 

Suburban 

Rural 

 

2. Number of students in your school district: 
 

3. Percentage of your district’s students classified as economically – disadvantaged: 
 

4. Percentage of your district’s students classified as limited English proficient: 
 

5. Gender 

Male 

Female 
 

6. Number of years of experience as a staff development provider: 
 

7. Highest degree attained: 

Bachelors 

Masters 

Doctorate 

Part B: Your Professional Development Experiences as Provided by your ISD 

 The following questions ask about your experiences related to professional  
 development as provided for you by your school system. Remember there are no  
 right or wrong answers. Your responses are based upon your personal  
 experiences.  
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1. Rate each of the following areas according to its importance as a professional 
development topic for current campus principals  

 
1 = unimportant 
2 – not very important 
3 – important 
4 = very important 
5 = extremely important 
 

o Changing federal and state accountability standards 
o Legal issues 
o Working with parents of diverse education, economic, and ethnic backgrounds 
o Leading learning for English language learners 
o Leading learning for increasingly diverse ethnic backgrounds of students 
o Response to intervention 
o Creating and/or changing campus culture and climate for collaborative learning 
o Problem solving strategies and tools 
o Shared leadership 
o Technology tools available for administrators and for classroom instruction 
o Campus improvement efforts 
o Guiding an organization through the change process 
o Management skills, including planning, organizing, directing, and supervision 
o Curriculum development 
o Staff development directions for the campus 
o Making the most of shrinking budgets 
o Consensus building 
o Analyzing student data and using them to influence both instruction and school 

change 
o Research-based best practices for both leadership and instruction 
o Clear communication strategies 
o Examining student work as a vehicle for improved leadership and instructional 

practices 
o Creative thinking, including asking the right questions 
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2. Rate each of the following areas according to the degree to which your local school 
district provides professional development for current campus principals. 

 
1 = not provided 
2 = inadequate 
3 = adequate/appropriate 
4 = very adequate 
5 = excessive amounts 
 

o Changing federal and state accountability standards 
o Legal issues 
o Working with parents of diverse education, economic, and ethnic backgrounds 
o Leading learning for English language learners 
o Leading learning for increasingly diverse ethnic backgrounds of students 
o Response to intervention 
o Creating and/or changing campus culture and climate for collaborative learning 
o Problem solving strategies and tools 
o Shared leadership 
o Technology tools available for administrators and for classroom instruction 
o Campus improvement efforts 
o Guiding an organization through the change process 
o Management skills, including planning, organizing, directing, and supervision 
o Curriculum development 
o Staff development directions for the campus 
o Making the most of shrinking budgets 
o Consensus building 
o Analyzing student data and using them to influence both instruction and school 

change 
o Research-based best practices for both leadership and instruction 
o Clear communication strategies 
o Examining student work as a vehicle for improved leadership and instructional 

practices 
o Creative thinking, including asking the right questions 
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3. Rate each of the following areas according to the usefulness of provided professional 
development for current campus principals. 
 

1 = not provided 
2 = not useful 
3 = useful 
4 = very useful 
5 = extremely useful 
 

o Changing federal and state accountability standards 
o Legal issues 
o Working with parents of diverse education, economic, and ethnic backgrounds 
o Leading learning for English language learners 
o Leading learning for increasingly diverse ethnic backgrounds of students 
o Response to intervention 
o Creating and/or changing campus culture and climate for collaborative learning 
o Problem solving strategies and tools 
o Shared leadership 
o Technology tools available for administrators and for classroom instruction 
o Campus improvement efforts 
o Guiding an organization through the change process 
o Management skills, including planning, organizing, directing, and supervision 
o Curriculum development 
o Staff development directions for the campus 
o Making the most of shrinking budgets 
o Consensus building 
o Analyzing student data and using them to influence both instruction and school 

change 
o Research-based best practices for both leadership and instruction 
o Clear communication strategies 
o Examining student work as a vehicle for improved leadership and instructional 

practices 
o Creative thinking, including asking the right questions 

 
4. What makes a professional learning opportunity “very useful” or “extremely useful” for 

you? 
 

5. What makes a professional learning opportunity “not useful” for you? 
 

6. Describe the elements of a successful professional learning experience for campus 
principals. 
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Principal/District Staff Development Provider Interview Questions 
 

1. Please describe the professional development opportunities your district sponsors 
specifically for campus principals. 

2. What topics are addressed in your current district principal professional development 
programs? 

3. What topics provide the greatest benefit for the school district? 

4. How are the topics for these staff development opportunities decided? 

5. What is the format of these opportunities (i.e. workshops, institutes, collaborative work 
sessions, networking, etc.)? 

6. How are principals involved in the planning processes for these professional development 
activities? 

7. How much do you rely on Regional Service Centers and State/National Professional 
Organizations to provide professional development for your principals? 

8. In your mind, what is the importance of staff development for principals? 

9. What recommendations do you have for future staff development opportunities for 
principals? 

10. How many students do you have in your district? 

 
 



252 

REFERENCES 

Abbasi, S. M., & Hollman, K. W. (1993). Inability to adapt: The hidden flaw of managerial 
ineptness. Records Management Quarterly, 27(1), 22-26. 

Alreck, P. L., & Settle, R. B. (1995). The survey research handbook: Guidelines and strategies 
for conducting a survey (2nd ed.). New York, NY: McGraw-Hill. 

Andrews, R. L, & Soder, R. (1987). Principal leadership and student achievement. Educational 
Leadership, 44(6), 9-11. 

Barth, R. (2001). Teacher leader. Phi Delta Kappan, 82, 443-449. 

Billot, J. (2003). The real and the idea: The role and workload of secondary principals in New 
Zealand. International Studies in Education, 31(1), 33-49. 

Blank, R. K., Smithson, J., Porter, A., Nunnaley, D., & Ostoff, E. (2007). Improving instruction 
through schoolwide professional development: Effects of the data-on-enacted-curriculum 
model. In K. McLane (Ed.), The principal as educator and leader: Readings for 
professional development (pp. 45-66). Alexandria, VA: Educational Research Service. 

Blue Ribbon Consortium of Renewing Education (1998). 20/20 vision: A strategy for doubling 
America’s academic achievement by the year 2020. Nashville, TN: Vanderbilt 
University. 

Blum, R. E., Butler, J. A., & Olson, N. L. (1987). Leadership for excellence: Research-based 
training for principals. Educational Leadership, 45(1), 25-29. 

Boerst, T., Sleep, L., Ball, D., & Bass, H., (2011). Preparing teachers to lead mathematics 
discussions. Teachers College Record, 113 (12), 2844-2877. 

Boris-Schacter, S., & Vonasek, G. (2009). Dear Gayle, dear Sheryl: Using e-mail for a principal 
mentorship. Phi Delta Kappan, 90, 490-494. 

Bottoms, G. (2007). What school principals need to know about curriculum and instruction. In 
K. McLane (Ed.), The principal as educator and leader: Readings for professional 
development (pp. 3-7). Alexandria, VA: Educational Research Service. 

Bradley, L. H. (2005). School law for public, private, and parochial educators. Lanham, MD: 
Rowman and Littlefield.  

Braun, D., & Carlson, D. V. (2008). Side-by-side: Novice and veteran principals are a powerful 
mix for learning in Rhode Island. Journal of Staff Development, 29(2), 34-37. 

Brown, K. M., & Wynn, S. R. (2009). Finding , supporting, and keeping: The role of the 
principal in teacher retention issues. Leadership and Policy in Schools, 8(1), 37-63. 



253 

Bruce, K. A. (2006). Professional development for school administrators: A study of principals' 
perceptions of district-wide professional development activities (Doctoral dissertation). 
Retrieved from ProQuest Dissertations & Theses database. (Publication No. AAT 
3233787) 

Brumage, N. A. W. (2000). Lessons learned about mentoring: The perceptions and experiences 
of mentoring relationships for secondary school principals' professional and reflective 
development (Doctoral dissertation). Retrieved from ProQuest Dissertations & Theses 
database. (Publication No. AAT 9973080) 

Bunce, M. J. D. (2001). Principals' desire for professional development (Doctoral dissertation). 
Retrieved from ProQuest Dissertations & Theses database. (Publication No. AAT 
3020329) 

Butler, K. (2006). Problem/solution: Pinpointing professional development needs. District 
Administration, 42(1), 72. 

Calderon, M. (1997). Staff development in multilingual multicultural schools. New York, NY: 
ERIC Clearinghouse on Urban Education. (ED410368) 

Caldwell, S. D. (2001). Effective practices for principals’ inservice. Theory Into Practice, 25(3), 
174-178. 

Carver, C. L., Steele, M., & Herbel-Eisenmann, B. (2010). Principals + algebra (- fear) = 
instructional leadership. Journal of Staff Development, 31(5), 30-33. 

Cawelti, G. (1982). Training for effective school administrators. Educational Leadership, 39(5), 
324-329. 

Centolanza, L. R. (2006). Leadership for effective and productive schools: A reasoned approach. 
ERS Spectrum: Journal of Research and Information, 24(1), 9-12. 

Chebbi, T. (2005). Technology professional development for principals: Impact on the 
integration of technology in elementary schools (Doctoral dissertation). Retrieved from 
ProQuest Dissertations & Theses database. (Publication No. AAT 3217564) 

Christensen, C. M., Horn, M. B., & Johnson, C. W. (2011). Disrupting class. New York, NY: 
McGraw Hill. 

Contich, M. (2006). Inside the journal of an administrator: Aspiring administrators learn to 
reflect. Journal of Staff Development, 27(3), 43-46. 

Cooley, V. E., & Shen, J. (2003). School accountability and professional job responsibilities: A 
perspective from secondary principals. NASSP Bulletin, 87(634), 10-25. 

Creighton, T. B. (2001). Data analysis and the principalship. Principal Leadership, 1(9), 52-57. 



254 

Crockett, J. B., & Gillespie, D. N. (2007). Getting ready for RTI: A principal’s guide to response 
to intervention. ERS Spectrum: Journal of Research and Information, 25(4), 1-9. 

Daresh, J. C., & Playko, M. A. (1992). The professional development of school administrators: 
Preservice, induction, and inservice applications. Needham Heights, MA: Allyn and 
Bacon. 

Darling-Hammond, L., LaPointe, M., Meyerson, D., & Terry-Orr, M. (2010). Preparing 
principals for a changing world: Lessons for effective school leadership programs. San 
Francisco, CA: Josey-Bass. 

David, J. L. (2009). Learning communities for administrators. Educational Leadership, 67(2), 
88-89. 

Denson, Z. S. (2006). Elementary principals' perceptions of the effects of professional 
development on instructional leadership (Doctoral dissertation). Retrieved from ProQuest 
Dissertations & Theses database. (Publication No. AAT 3218277) 

Dodd, V. J. (2010). Practical education law for the twenty-first century (2nd ed.). Durham, NC: 
Carolina Academic Press. 

DuFour, R. (1999). Challenging role: Playing the part of principal stretches one’s talent. Journal 
of Staff Development, 20(4), 62-63. 

DuFour, R. (2000). The superintendent as staff developer. School Administrator, 57(8), 20-25. 

Duke, D. L. (1990). Setting goals for professional development. Educational Leadership, 47(8), 
71-75. 

Dunbar, K., & Monson, R. J. (2011). Fellowship connects principal learning to student 
achievement. Journal of Staff Development, 32(1), 40-44. 

Educational Research Service. (1999). Professional development for school principals. The 
Informed Educator Series (WS – 0350). Arlington, VA: Author. 

Eller, J. F., & Eller, S. (2010). Working with and evaluating difficult school employees. 
Thousand Oaks, CA: Corwin Press. 

Elmore, R. F. (2000). Building a new structure for school leadership. Washington, DC: Albert 
Shanker Institute. 

Epstein, J. (1995). School/family/community partnerships. Phi Delta Kappan, 76, 701-713. 

Evans, P. M., & Mohr, N. (1999). Professional development for principals: Seven core beliefs. 
Phi Delta Kappan, 80, 530-532. 

Farkas, S., Johnson, J., & Foleno, T. (2000). A sense of calling: Who teaches and why. New 
York, NY: Public Agenda. 



255 

Fenwick, L. T., & Pierce, M. C. (2002). Professional development of principals. (ED477731) 

Fickes, M. (2011). Re-inventing school: How technology can transform K-12 schools and the 
educational experience. School Planning and Management, 50(12), 23-26. 

Fink, E., & Resnick, L. B. (2011). Developing principals as instructional leaders. Retrieved from 
http://www.lrdc.pitt/edu/hplc/publications/finkresnick.pdf 

Fleck, F. (2008). The balanced principal: Joining theory and practical knowledge. Education 
Digest, 73(5), 27-31. 

Foley, R. M. (2001). Professional development needs of secondary school principals of 
collaborative-based service delivery models. High School Journal, 85(1), 10-24. 

Frase, L., & Hetzl, R. (2002). School management by wondering around. Lanham, MD: 
Scarecrow Press. 

Fritz, T. (2006). Everyday professional development for principals under No Child Left Behind: 
A grounded theory of untenable accountability (Doctoral dissertation). Retrieved from 
ProQuest Dissertations & Theses database. (Publication No. AAT 3241275) 

Garcia, V. C. (2003). Ethical relational leadership: A case study of a holistic model for the 
professional development of school administrators (Doctoral dissertation). Retrieved 
from ProQuest Dissertations & Theses database. (Publication No. AAT 3115211) 

Giles, H. C. (1998). Parent engagement as a school reform strategy. New York, NY: ERIC 
Clearinghouse on Urban Education. (ED419031) 

Ginsberg, R. (1988). Worthy goal…unlikely reality: The principal as instructional leader. NASSP 
Bulletin, 72(507), 76-82. 

Glanz, J. & Neville, R. F. (1997). Educational supervision: Perspectives, issues, and 
controversies. Norwood, MA: Christopher-Gordon Press. 

Goble, R., & Sousanis, N. (2010). A different kind of diversity. Journal of Staff Development, 
31(5), 34-37.  

Goodwin, R., Cunningham, M., & Childress, R. (2003). The changing role of the secondary 
principal. NASSP Bulletin, 87(634), 26-42. 

Gonder, P. (2006). Invigorating education by reinventing staff development. Noteworthy 
Perspectives: Comprehensive School Reform. Denver; CO: McRel.  

Gray, C., & Bishop, Q. (2009). Leadership development: Schools and districts seeking high 
performance need strong leaders. Journal of Staff Development, 30(1), 28-32. 

Greene, J. S. (2000). The adequacy and effectiveness of district-supported Professional 
development opportunities for charter school principal/leaders/directors (Doctoral 



256 

dissertation). Retrieved from ProQuest Dissertations & Theses database. (Publication No. 
AAT 3018084) 

Grissom, J. A. (2011). Can good principals keep teachers in disadvantaged schools? Linking 
principal effectiveness to teacher satisfaction and turnover in hard-to-staff environments. 
Teachers College Record, 113, 2552-2585. 

Groves, R. M., Fowler, F. J., Jr., Couper, M. P., Lepkowski, J. M., Singer, E., & Tourangeau, R. 
(2004). Survey Methodology. Hoboken, NJ: John Wiley & Sons. 

Guskey, T. R. (1998). The age of our accountability. Journal of Staff Development, 19(4), 72-73. 

Haar, J. M. (2002). A multiple case study: Principals' involvement in professional development 
(Doctoral dissertation). Retrieved from ProQuest Dissertations & Theses database. 
(Publication No. AAT 3041356) 

Halbleib, W. T. (2005). Professional development needs of principals: An evaluation of the 
Association of Wisconsin School Administrators' elementary, middle, and senior high 
principals' conferences (Doctoral dissertation). Retrieved from ProQuest Dissertations & 
Theses database. (Publication No. AAT 3179073) 

Hall, B. (2008). Keep the leadership pipeline flowing: Districts can adopt these 5 strategies to 
streamline succession planning. Journal of Staff Development, 29(3), 33-36. 

Hall, P., & Harris, R. (2008). 10 rungs to proficiency. Journal of Staff Development, 29(2), 38-
62. 

Hallinger, P. (1992). The evolving role of American principals: From managerial to instructional 
to transformational leaders. Journal of Educational Administration, 30(3), 35-49. 

Hallinger, P., & Murphy, J. F. (1987). Assessing and developing principal instructional 
leadership. Educational Leadership, 45(1), 54-61. 

Harris, S. (2007). Best practices of award-winning public school principals. Insight, 22(1), 23-
30. 

Haycock, B. (2011). Sounding the charge for change: How leaders communicate can inspire or 
defeat the troops. Phi Delta Kappan, 93(4), 48-51. 

Heifetz, R. A., & Laurie, D. L. (1997). The work of leadership. Harvard Business Review, 75(1), 
124-134. 

Hinkle, D. E., Wiersma, W., & Jurs, S. G. (1998). Applied statistics for the behavior sciences (4th 
ed.). Boston, MA: Houghton Mifflin Company. 

Hoffman, F. J., & Johnston, J. H. (2005). Professional development for principals, by principals. 
Leadership, 34(5), 16-19. 



257 

Hopkins, K. D., Hopkins, B. R., & Glass, G. V. (1996). Basic statistics for the behavioral 
sciences (3rd ed.). Needham Heights, MA: Allyn & Bacon. 

Howell, B. (1981). Profile of the principalship. Educational Leadership, 38(4), 333-336. 

Jacobs, H. H. (2010). Upgrading the curriculum: 21st century assessment types and skills. In H. 
H. Jacobs (Ed.) Curriculum 21: Essential education for a changing world (pp. 18-29). 
Alexandria, VA: Association for Supervision and Curriculum Development. 

James, D. S. (2002). Perceptions of North Carolina principals of their professional development 
needs as provided by school systems (Doctoral dissertation). Retrieved from ProQuest 
Dissertations & Theses database. (Publication No. AAT 3057390) 

Johnson, J. (2008). The principals’ Priority 1. Educational Leadership, 66(1), 72-76. 

Kahan, E. H., Byrd, T., & Drew, L. (2008). When hearts met minds: District’s leadership team 
uses the power of synergy in work with principals. Journal of Staff Development, 29(2), 
17-20. 

Kimball, S. M., Heneman III, H. G., & Milanowksi, A. (2007). Performance evaluation and 
compensation for public school principals: Results from a national survey. ERS 
Spectrum: Journal of Research and Information, 25(4), 11-21. 

Knight, J. (2011). Unmistakeable impact: A partnership approach for dramatically improving 
instruction. Thousand Oaks, CA: Corwin Press. 

Lairon, M., & Vidales, B. (2007). Growing and supporting instructional leaders in the new era of 
accountability. In K. McLane (Ed.), The principal as educator and leader: Readings for 
professional development (pp. 9-17). Alexandria, VA: Educational Research Service. 

LaPlant, J. C. (2001). Collegial support for professional development and school improvement. 
Theory Into Practice, 25(3), 185-189. 

LaPoint, M., & Davis, S. H. (2006). Effective schools require effective principals. Leadership, 
36(1), 16-38. 

Larry, K. B. (2006). Principal perceptions of the relationship between professional development 
designs and the qualities, proficiencies, and leadership skills required of West Virginia 
principals. (Doctoral dissertation). Retrieved from ProQuest Dissertations & Theses 
database. (Publication No. AAT 3216931) 

Lawler, P. A. (2003). Teachers as adult learners: A new perspective. New Directions for Adult 
and Continuing Education, 98(1), 15-23. 

Lee, G. V. (1993). New images of school leadership: Implications for professional development. 
Journal of Staff Development, 14(1), 17-21. 



258 

Leithwood, K. A. (1987). Using the principal profile to assess performance. Educational 
Leadership, 45(1), 63-66. 

Limoges, C. (2004). Building leadership capacity for K--12 school principals through 
professional development. (Doctoral dissertation). Retrieved from ProQuest Dissertations 
& Theses database. (Publication No. AAT 3135665) 

Lindauer, P., Petrie, G., Leonard, J., Gooden, J., & Bennett, B. (2007). Preparing principals for 
leadership success. In K. McLane (Ed.), The principal as educator and leader: Readings 
for professional development (pp. 87-95). Alexandria, VA: Educational Research 
Service. 

Lyons, J. E., & Gooden, J. S. (2007). How do new principals compare with more experiences 
ones in their understanding of student accountability? In K. McLane (Ed.), The principal 
as educator and leader: Readings for professional development (pp. 19-32). Alexandria, 
VA: Educational Research Service. 

Mann, M. (1998). Professional development for educational leaders. Honolulu, HI: Pacific 
Resources for Education and Learning. (ED415588) 

Martin, G. E., & Papa, R. (2008). Examining the principal preparation and practice gap: 
Effective principal preparation requires a partnership between school districts and 
universities. Principal, 88 (1), 12 – 14.  

McConney, A., Ayres, R., Hansen, J. B., & Cuthbertson, L. (2003). Quest for quality: 
Recruitment, retention, professional development, and performance evaluation of 
teachers and principals in Baltimore City’s Public Schools. Journal of Education for 
Students Placed At Risk, 8(1), 87-116. 

Miles, M.B. & Huberman, A.M. (1994). Qualitative data analysis: an expanded sourcebook, 2nd 
ed. Thousand Oaks, CA: Sage. 

Moffett, C. A. (2000). Sustaining change: The answers are blowing in the wind. Educational 
Leadership, 57(7), 35-38. 

Mohr, N. (1998). Creating effective study groups for principals. Educational Leadership, 55(7), 
41-44.  

Morman, O. C. (2001). Is there a statistical difference in perceptions of professional 
preparations of elementary and middle school administrators who attend a leadership 
academy? (Doctoral dissertation). Retrieved from ProQuest Dissertations & Theses 
database. (Publication No. AAT 3007971) 

Murphy, J., & Hallinger, P. (1987). New directions in the professional development of school 
administrators: A synthesis and suggestions for improvement. In J. Murphy & P. 
Hallinger (Eds.), Approaches to administrative training in education (pp. 245-281). 
Albany, NY: State University of New York Press. 



259 

National Association of Secondary School Principals (2005). Creating a culture of literacy: A 
guide for middle and high school principals. Reston, VA: Author.  

National Staff Development Council. (2001). Standards for staff development. Oxford, OH: 
Author. 

Nichols, B. W., & Singer, K. P. (2000). Developing data mentors. Educational Leadership, 
57(5), 34-37. 

Noguchi, S. F. (2005). District-based professional development for secondary administrators. 
Unpublished doctoral dissertation, University of the Pacific, California. 

Norris, J. H. (1994). What leaders need to know about school culture. Journal of Staff 
Development, 15(2), 18-23. 

Palmer, P. (2008). On the edge. Journal of Staff Development, 29(2), 12-16. 

Pankonien, L. (2005). Assessment centers as professional development models for school leaders 
(Doctoral dissertation). Retrieved from ProQuest Dissertations & Theses database. 
(Publication No. AAT 3172112) 

Peterson, K. D. (2001a). Principals’ work, socialization, and training: Developing more effective 
leaders. Theory Into Practice, 25(3), 151-155. 

Peterson, K. D. (2001b). The professional development of principals: Innovations and 
opportunities, Fairfax, VA: University Council for Educational Administration, National 
Policy Board for Educational Administration (ED459533) 

Peterson, K., & Cosner, S. (2005). Teaching your principal: Top tips for the professional 
development of the school’s chief. Journal of Staff Development, 26(2), 28-32. 

Peterson, P. L., McCarthey, S. J., & Elmore, R. F. (1996). Learning from school restructuring. 
American Educational Research Journal, 33(1), 119-153. 

Phay, R. E. (1997). Learning to be effective CEO’s: The principals’ executive program. NASSP 
Bulletin, 81(585), 51. 

Pitner, N. J. (1987). Principles of quality staff development: Lessons for administrator training. 
In J. Murphy & P. Hallinger (Eds.), Approaches to administrative training in education 
(pp. 28-44). Albany, NY: State University of New York Press. 

Prendergast, T. B. (2004). The importance that suburban middle school principals attach to key 
instructional task areas and to principal professional development activities created to 
assist them in carrying out these tasks (Doctoral dissertation). Retrieved from ProQuest 
Dissertations & Theses database. (Publication No. AAT 3137080) 



260 

Pritchard, R. J., & Marshall, J. C. (2002). Professional development in ‘healthy’ vs. ‘unhealthy’ 
districts: Top 10 characteristics based on research. School Leadership and Management, 
22(2), 113-141. 

Protheroe, N. (2005, November). Technology and student achievement. Principal, 46-48. 

Raudenbush, B. (2004). Statistics for the behavioral sciences: A short course and student 
manual. Lanham, MD: University Press of America. 

Rea, L. M., & Parker, R. A. (2005). Designing & conducting survey research: A comprehensive 
guide (3rd ed.). San Francisco, CA: John Wiley & Sons. 

Richardson, J. (2000, September). Focus principal development on student learning. Results. 
Retrieved from http://www.nsdc.org/news/results/res9-00rich.cfm  

Riel, M., & Fulton, K. (2001). The role of technology in supporting learning communities. Phi 
Delta Kappan, 82, 528-534. 

Rodriguez-Campos, L., Rincones-Gomez, R., & Shen, J. (2005). Secondary principals’ 
educational attainment, experience, and professional development in the USA. 
International Journal of Education, 8, 309-319. 

Rooney, J. (2009). Principal connection: The craft of conversation. Educational Leadership, 
67(1), 87-88. 

Rooney, J. (2010). Principal connection: The big questions. Educational Leadership, 68(1), 90-
91. 

Ross, M. R. (2000). An assessment of the professional development needs of middle school 
principals around social and emotional learning issues in schools (Doctoral dissertation). 
Retrieved from ProQuest Dissertations & Theses database. (Publication No. AAT 
9958665) 

Roy, P. (2008a). It’s lonely at the top. Learning Principal, 3(7), 3. 

Roy, P. (2008b). Job-embedded, collaborative principal learning. Learning System, 3(7), 3. 

Rubenstein, G. (2006, October 18). Payzant on principals: Key players in school reform. 
Retrieved from http://www.edutopia.org/payzant-principals 

Salazar, P. S. (2007). The professional development needs of rural high school principals: A 
seven-state study. Rural Educator, 28 (3), 20-27. 

Sandholtz, J. H. (2002). Inservice training or professional development: Contrasting 
opportunities in a school/university partnership. Teacher and Teacher Education, 18, 
815-830. 



261 

Scarborough, H. A. (2008). A winning path: Tucson follows circuitous route toward professional 
learning for principals. Journal of Staff Development, 29(2), 21-24. 

Schainker, S. A., & Roberts, L. M. (1987). Helping principals overcome on-the-job obstacles to 
learning. Educational Leadership, 45(1), 30-33. 

Schumacher, R. (2007). Mentoring, coaching and reflecting with principals. Insight, 22(1), 16-
22. 

Schwartz, S. (2005). School administrators' use of professional portfolios as a tool for reflective 
practice (Doctoral dissertation). Retrieved from ProQuest Dissertations & Theses 
database. (Publication No. AAT NR02930) 

Sergiovanni, T. J. (1984). Leadership and excellence in schooling. Educational Leadership, 
41(5), 4-13. 

Severnet, C., Ward, B., Williamson, C., & Seikaly, L. H. (n.d.). Indicators for effective principal 
leadership in improving student achievement. Retrieved from http://www.mdk12.org/ 
process/leading/p-indicators.html 

Seyfarth, J. T. (2005). Human resources management for effective schools (4th ed.). Boston, MA: 
Pearson Education. 

Shen, J., & Crawford, C. S. (2003). Introduction to the special issue: Characteristics of the 
secondary principal. NASSP Bulletin, 87(634), 2-8. 

Shipman, N. J., Topps, B. W., & Murphy, J. (1998). Linking the ISLLC standards to professional 
development and relicensure. Paper presented at the annual meeting of the American 
Educational Research Association, San Diego, CA. (ED420697) 

Simon, R. A., & Newman, J. F. (2004). Making time to lead: How principals can stay on top of it 
all. Thousand Oaks, CA: Corwin Press. 

Sirkin, R. M. (2006). Statistics for the social sciences (3rd ed.). Thousand Oaks, CA: Sage 
Publications. 

Slack, J. A. (2003). Principals' perceptions of assessment centers (Doctoral dissertation). 
Retrieved from Dissertations & Theses database. (Publication No. AAT 3094015) 

Smith, M. N., Jr. (2005). Elementary school principals' perceptions of their needs For 
professional development in instructional leadership (Doctoral dissertation). Retrieved 
from Dissertations & Theses database. (Publication No. AAT 3175896) 

Snyder, K. J., & Giella, M. (1987). Developing principals’ problem-solving capacities. 
Educational Leadership, 45(1), 28-41. 

Spanneut, G., & Ford, M. (2008). Guiding hand of the superintendent helps principals flourish. 
Journal of Staff Development, 29(2), 28-33. 



262 

Sparks, D. (1993). The professional development of principals: A conversation with Roland S. 
Barth. Journal of Staff Development, 14, 76-77. 

Sparks, D. (1998, December). High standards for principals bolster school performance. Results. 
Retrieved from http://www.nsdc.org/news/results/res12-98.spar.cfm 

Sparks, D. (2000a, April). Make principal development a priority. Results. Retrieved from 
http://www.nsdc.org/news/results/res4-00sparks.cfm 

Sparks, D. (2000b, December). Leadership development key to school improvement. Results. 
Retrieved from http://www.nsdc.org/news/results/res12-00.spar.cfm 

Sparks, D. (2003a, October). Significant change begins with leaders. Results. Retrieved from 
http://www.nsdc.org/news/results/res10-03.spar.cfm 

Sparks, D. (2003b, November). Leaders as creators for high-performance cultures. Results. 
Retrieved from http://www.nsdc.org/news/results/res11-03.spar.cfm 

Sparks, D. (2003c, December). Leadership is intensely personal. Results. Retrieved from 
http://www.nsdc.org/news/results/res12-03.spar.cfm 

Sparks, D. (2004, October). Principals first change themselves. Results. Retrieved from 
http://www.nsdc.org/news/results/res10-04.spar.cfm 

Stein, M. K., & Nelson, B. S. (2003). Leadership content knowledge. Educational Evaluation 
and Policy Analysis, 25 (4), 423-448. 

Stein-Stover, B. (2006). The influence of education and training of the staff development 
practices of K--12 principals (Doctoral dissertation). Retrieved from ProQuest 
Dissertations & Theses database. (Publication No. AAT 3227679) 

Strauss, A., & Corbin, J., (1990). Basics of qualitative research: Grounded theory procedures 
and techniques. Newbury Park, CA: Sage Publications. 

Takata, J. W. (2008). Boston structure supports school leaders. Journal of Staff Development, 
29(2), 24-27. 

Tirozzi, G. N. (2001). The artistry of leadership: The evolving role of the secondary school 
principal. Phi Delta Kappan, 82, 434-439. 

United States Department of Education. (2001). Building bridges: The mission & principles of 
professional development. Goals 2000. Retrieved from http://www2.ed.gov/G2K/ 
bridge.html 

Van Tulder, M., & Veenman, S. (1989, March). Characteristics of inservice activities and their 
effects on educational change. Paper presented at the meeting of the American 
Educational Research Association, San Francisco, CA. 



263 

Vogel, C. (2009). Staying ahead in education: Professional development programs that allow 
administrators to stay on top of their game. District Administration, 45(10), 54-59. 

Wagner, T. (2008). The global achievement gap. New York, NY: Basic Books. 

Wallace Foundation (2012). The principal as leader: Guiding schools to better teaching and 
learning. Wallace Perspective.  

Waters, L. B., & O’Meara, K. W. (2007). Defining a comprehensive aligned instructional 
system: To ensure powerful teaching and learning for every student in every classroom. 
ERS Spectrum: Journal of Research and Information, 25(4), 23-31. 

Wayne, A. J., Yoon, K. S., Zhu, P., Cronen, S., & Garet, M. S. (2008). Experimenting with 
teacher professional development: Motives and methods. Educational Researcher, 27, 
469-479. 

Weisberg, D., Sexton, S., Mulhern, J., & Keeling, D. (2009). The widget effect: Our national 
failure to acknowledge and act on differences in teacher effectiveness. Brooklyn, NY: 
New Teacher Project. Retrieved from http://widgeteffect.org/downloads/ 
TheWidgetEffect.pdf 

Weischadle, D. E. (2007). Leading to learn: Knowledge management enables administrators to 
excel as instructional leaders. In K. McLane (Ed.), The principal as educator and leader: 
Readings for professional development (pp. 35-43). Alexandria, VA: Educational 
Research Service. 

Weiss, I. R., & Pasley, J. D. (2006). Scaling up instructional improvement through teacher 
professional development: Insights from the local systemic change initiative (Report RB–
44). Madison, WI: Consortium for Policy Research in Education. 

Wimpelberg, R. K. (2001). The business of principals’ inservice: Incentives for participation. 
Theory Into Practice, 25(3), 179-184. 

Wong, P. (2004). The professional development of school principals: Insights from evaluating a 
programme in Hong Kong. School Leadership and Management, 24(2), 139-162. 

Yan, W., & Ehrich, L. C., (2009). Principal preparation and training: A look at China and its 
issues. International Journal of Educational Management, 23(1), 51-64. 

Zellner, L. J., & Erlandson, D. A. (1997). Leadership laboratories: Professional development for 
the 21st century. NASSP Bulletin, 81(585), 45. 

Zimmerman, J. A. (2007). School leader succession: A description of transitional experiences. 
ERS Spectrum: Journal of Research and Information, 25(4), 33-44. 


	ACKNOWLEDGEMENTS
	LIST OF TABLES
	1. INTRODUCTION TO STUDY
	The Changing Role of the School Administrator
	Purpose of the Study
	Research Questions
	Definition of Terms
	Significance of the Study
	Organization of the Study
	Limitations of the Study
	Summary

	2. LITERATURE REVIEW
	Characteristics of High-Quality Professional Development
	Context Standards
	Process Standards
	Content Standards

	Characteristics of High-Quality Professional Development for Principals
	Critique of Typical Contexts of Professional Development for Principals
	Context – University Coursework
	Context – The Institute
	Context – Inservice Academy
	Context – Networking
	Context – Study Groups
	Context – Coaching

	Target Areas for Principal Professional Development
	Changing Federal and State Accountability Standards
	Legal Issues
	Working with Parents of Diverse Educational, Economic, and Ethnic Backgrounds
	Leading Learning for English Language Learners
	Leading Learning for Students’ Increasingly Diverse Ethnic Backgrounds
	Response to Intervention Strategies and Techniques
	Creating and/or Changing Campus Culture and Climate for Collaborative Learning
	Problem Solving Strategies and Tools
	Shared Leadership
	Technology Tools Available for Administrators and for Classroom Instruction
	Campus Improvement Efforts
	Guiding an Organization Through the Change Process
	Management Skills, Including Planning, Organizing, Directing, and Supervision
	Curriculum Development
	Staff Development Directions for the Campus
	Making the Most of Shrinking Budgets
	Consensus Building
	Analyzing Student Data and Using the Results to Influence Both Instruction and School Change
	Research-Based Best Practices for Both Leadership and Instruction
	Clear Communication Strategies
	Examining Student Work as a Vehicle for Improved Leadership and Instructional Practices
	Creative Thinking and Asking the Right Questions

	Individual and School/School District Characteristics Influencing Perceptions of Professional Development for Principals
	Conclusion

	3. METHODOLOGY
	Research Questions
	Design
	Data Sources
	Surveys and Interviews of Principals
	Surveys and Interviews of Professional Development Administrators

	Instrumentation
	Administration of the Survey

	Pilot Study
	Data Collection
	Data Analysis
	Quantitative Data Analysis
	Qualitative Data Analysis

	Research Questions Summary
	Summary

	4. RESULTS
	Principal Perceptions of Professional Development Content
	Principal Perceptions of Topic Importance as Found in Survey Data
	Principal Perceptions of Topic Importance as Found in Interview Data

	Principal Perceptions of Professional Learning Content Provided by Local School Districts
	Principal Survey Results
	Principal Perceptions of Provided Professional Learning As Discovered Through Interviews

	Principal Perceptions of Usefulness of District Provided Professional Development
	Principal Perceptions of Learning Topic Usefulness as Found in Survey Data
	Principal Perceptions of Usefulness as Discovered Through Interviews

	Relationship Between Topic Importance, Topics Provided, and Usefulness of Those Provided Topics as Noted by Principals
	Relationship Between Topic Importance and Topics Provided as Noted by Principals
	Relationship Between Topic Usefulness and Topics Provided as Noted by Principals
	Relationship Between Topic Importance and Topic Usefulness as Noted by Principals

	Characteristics of Professional Learning Important to Principals
	Principal Perceptions Regarding Meaningful Professional Learning Experiences as Found in Survey Data
	Principal Perceptions of What Made These Experiences Meaningful
	Principal Perceptions of Valuable Experiences
	Principal Perceptions as Discovered Through Interviews

	Staff Development Administrator Perceptions of Professional Development Content for Principals
	District Professional Development Administrator Perspectives Regarding Topic Importance as Found in Survey Data
	District Staff Development Administrators Perceptions as Found in Interview Results

	Staff Development Administrator Perceptions of Professional Learning Content for Principals Provided by Local School Districts
	District Staff Development Administrator Perceptions of Topics Provided as Found in Survey Data
	District Staff Development Administrator Perceptions as Discovered Through Interviews

	Staff Development Administrator Perceptions of Usefulness of District Provided Professional Development for Principals
	Perceptions of District Professional Learning Administrators as Found in Survey Data
	District Staff Development Administrator Perceptions as Discovered Through Interviews

	Characteristics of Professional Development Important to Staff Development Administrators
	Staff Development Administrator Perceptions of the Characteristics of Valuable Learning Experiences – Survey Responses
	Staff Development Administrator Perceptions as Discovered Through Interviews

	Comparison of Principal and District Staff Development Administrator Perceptions
	Relationship Between Principals and Staff Development Administrators – Survey Data
	Relationship Between Principals and Staff Development Administrators – Interview Data

	Summary

	5. DISCUSSION AND CONCLUSIONS
	Overview of the Study
	Summary and Discussion of Findings
	Research Question 1: What Areas of Professional Development do Texas Principals Feel are Important?
	Research Question 2: What Areas of Professional Development are Texas Principals Receiving from Their Local School District?
	Research Question 3: What Areas of Provided Professional Development do Texas Principals Feel are Useful?
	Research Question 4: What Characteristics of Professional Learning do Texas Principals Consider Important and Meaningful?
	Research Question 5: What Areas of Professional Learning for Texas Principals do District Staff Development Administrators Perceive are Important?
	Research Question 6: What areas of provided professional development are district staff development administrators providing to Texas principals?
	Research Question 7: What areas of professional development do district staff development administrators perceive as useful for Texas principals?
	Research Question 8: What characteristics of professional development do district staff development administrators consider important and meaningful for Texas principals?
	Research Question 9: How do the perceptions of district staff development administrators align with the principals’ perception of staff development designed to accommodate their needs.

	Recommendations for Future Research
	Conclusion

	Appendices
	A. PRINCIPAL SURVEY
	B. STAFF DEVELOPMENT ADMINISTRATOR SURVEY
	C. INTERVIEW QUESTIONS

	REFERENCES

