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Abstract 

EXAMINING SCHOOL ADMINISTRATOR PERCEPTIONS OF PREPARATIONAL 

EXPERIENCES OF EFFECTIVE EDUCATIONAL LEADERSHIP. Jones, Jared S., 

2022: Dissertation, Gardner-Webb University.  

The purpose of this mixed methods study was to determine what preparational 

experiences are necessary for assistant principals to effectively transition to the 

principalship. Fifteen principals completed a 21-item survey and answered seven 

interview questions to better understand how the North Carolina Standards for School 

Executives aligned with the daily tasks and responsibilities of school principals. The data 

also gathered principals’ leadership perceptions, the impact of preparational experiences, 

and assistant principal preparation. Results from the study concluded that all seven 

primary North Carolina Standards for School Executives accurately reflected and aligned 

with the tasks and responsibilities that school principals encountered on a regular basis. 

Additionally, principals felt their preparational experiences as assistant principals directly 

related to their ability to lead as novice principals. Principals concluded that collaboration 

with colleagues and meaningful professional development played a valuable role in their 

success as school administrators. While the standards in which principals felt confident 

leading varied, they concluded that all seven standards are critical components of a 

successful leadership experience. Assistant principals should receive professional 

development on all seven standards that includes collaboration and experiential learning 

components to ensure a successful transition to the principalship.  

 Keywords: principal, assistant principal, preparation, professional development, 

North Carolina Standards for School Executives 
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Chapter 1: Introduction 

The Every Student Succeeds Act (ESSA) was enacted in 2015 to replace the 2001 

No Child Left Behind Act as the legal standard for which public educators would operate 

within, in order to increase the quality of educational outcomes (Jimenez & Sargrad, 

2017). Specifically, this legislation was enacted to ensure that all students have an 

opportunity to receive an education that is fair and equitable and focused on mitigating 

gaps in student achievement (ESSA, 2015). In order to reduce gaps in student academic 

achievement levels, it is important to fully understand the role of school-level leadership, 

specifically focusing on the role of the principal and assistant principal and their impact 

on student achievement.  

Traditionally, the level of student academic achievement has been directly tied to 

the quality of the classroom teacher. In fact, the quality of the classroom teacher is the 

number one factor that influences student achievement (Rice, 2003). Teachers spend a 

great deal of time and energy planning and executing a differentiated curriculum to meet 

the needs of their students. Additionally, they build classroom environments that are 

conducive to learning, and they build relationships with students that provide the 

foundation for success. While the impact of the classroom teacher is critical, the principal 

also plays an important role in student achievement. Gendron (2018) posited that when 

accounting for school-related factors, the classroom teacher has the biggest impact on 

student achievement and principal leadership has the second largest impact. However, 

Gendron noted that when examining low-performing schools, the principal has the 

greatest impact. 

The role of the principal has shifted over time and continues to evolve in order to 
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meet the needs of students, teachers, and the communities in which they serve. The 

Wallace Foundation (2013) stated that traditional school leadership positions closely 

resembled those of a manager who primarily oversaw the school transportation program, 

maintenance and facilities, and textbook distribution. Over time, the role of the principal 

has become increasingly more important and something that school districts need to 

recognize and invest in in order to maximize student achievement. No longer is a 

principal simply a “manager” of the school, but instead, an entrusted leader who is 

visionary and can deliver on a myriad of responsibilities and expectations.  

In today’s climate of heightened expectations, principals are in the hot seat to 

improve teaching and learning. They need to be educational visionaries; 

instructional and curriculum leaders; assessment experts; disciplinarians; 

community builders; public relations experts; budget analysts; facility managers; 

special program administrators; and expert overseers of legal, contractual, and 

policy mandates and initiatives. (Bartoletti & Connelly, 2013, p. 2) 

This paradigm shift of the principal’s role in creating transformational change places 

greater emphasis on school leadership and requires districts to examine principal 

preparedness and the district’s role in equipping principals with the skills needed to lead 

their respective schools in the 21st century. Levin et al. (2019) noted that principals are 

asked to fulfill duties that are far-reaching and have a profound impact on student 

success, staff and student morale, social-emotional learning, and teacher turnover. 

Districts must take a deeper look into their own school and district-level professional 

development plans for school administrators to ensure they are providing genuine, all-

encompassing experiences that can impact high-level change.  
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 Not only should professional development be an integral part of a district’s long-

term strategic planning for current principals, but it is also necessary that districts take an 

in-depth look at how they can incorporate specific experiences that will prepare assistant 

principals to fulfill the role of principal. Novice principals who do not have an accurate 

understanding of the complexities of the principalship may experience failure early in 

their tenure due to inadequate preparation. As day-to-day demands become more 

complex and the workload increases for school principals, so does the turnover rate that 

is sweeping many of the nation’s school districts. As Levin et al. (2019) stated, 

Principal turnover is a serious issue across the country. A 2017 national survey of 

public school principals found that, overall, approximately 18 percent of 

principals had left their position since the year before. In high-poverty schools, 

the turnover rate was 21 percent. (p. 3) 

It is alarming to note that principal leadership is more important now than it ever has 

been and that in the same breath, the United States and the state of North Carolina, 

specifically, face principal turnover rates that could cause cascading effects on student 

achievement. Principal turnover not only impacts the school’s leadership at the highest 

level, but it can also negatively affect other significant change agents within the school, 

such as teacher retention (Harbatkin & Henry, 2019). 

 In most districts, the natural progression of a school leader begins as an assistant 

principal and then onto the principalship if and when they are equipped to lead a school 

in that role. How, then, are districts preparing incoming principals, typically assistant 

principals, to take on the complex challenges that accompany school leadership?  
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Problem Statement 

 Santelli (2018) asserted that research indicates not all principals feel adequately 

prepared to lead their schools and they did not have a true sense of what the 

responsibilities entailed prior to being in the role. Specifically, Santelli noted that 

principals believe their formal training did not adequately prepare them for the 

principalship. It was noted that over 65% of school executives found their formal training 

programs did not have a realistic grasp of the day-to-day demands of the position. 

Santelli posited that this gap in perceived preparation versus reality could be why the 

turnover rate for school executives is so high.  

Formal school administrator training programs certainly hold a valuable place in 

their role of principal preparation; however, they should not be perceived as the only 

mode of preparation for principals. While it should be considered, there are many other 

forms of training that can prepare educational leaders for the principalship. Research 

indicated there are many ways to build leadership capacity within school administrators. 

These opportunities include formal training programs, effective onboarding for novice 

administrators, and a strong mentoring program (Levin et al., 2020). As a direct report to 

the principal, assistant principals often fulfill duties that are assigned to them by the 

principal and are oftentimes managerial in nature. Shifting this mindset to include all-

encompassing preparational experiences is critical for principal preparation and support. 

The primary goal of this study was to determine whether or not leadership 

experiences in a rural, North Carolina school district effectively prepare aspiring school 

leaders for the successful transition from the assistant principal to the principal role. The 

demands that are placed on the school principal are ever-changing; however, this study 
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looked specifically at the alignment of the day-to-day experiences as it relates to the 

implementation of the North Carolina Standards for School Executives (NCSSE). 

Without the proper training and exposure to standards-based experiences, principals will 

have an increasingly difficult time leading transformational schools. This focus on 

professional development for school administrators, especially assistant principals, 

should be a priority in order to recruit and retain effective principals. When considering 

increased demands, along with insufficient training and support, many principals felt that 

their job is not sustainable, thus contributing to the increased turnover across the state and 

nation (Alvoid & Black, 2014). Due to this reality, it is critical for districts to take the 

initiative to equip and support school executives. 

Purpose of the Study 

The purpose of this study was to analyze the perceptions of current school 

principals to determine how their daily tasks aligned with the NCSSE and to examine 

their perceived leadership capacity to implement the NCSSE in their respective schools. 

As part of North Carolina’s ESSA plan to strengthen school leadership, the NCSSE 

serves as a pathway to guide principals' professional growth (North Carolina Department 

of Public Instruction [NCDPI] & North Carolina State Board of Education [NCSBE], 

2013). Additionally, the standards that have been established also align with the self-

assessment and evaluation rubrics within which administrators operate. This allows 

principals to align their focus to their professional growth plans and pinpoint specific 

areas to broaden the scope of their leadership capabilities. The standards (Appendix A) 

are intended to guide the daily work of school-based principals in their efforts to lead 

schools out of the status quo. These standards require leaders to go beyond the required 
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managerial scope of work that is required to operate a school at its most basic level and 

shift to a multi-faceted systems approach to leadership in which principals empower 

stakeholders to be active participants in the change itself.  

If, in fact, these standards, when implemented effectively, contribute to successful 

student and school performance, then school districts, including building-level principals, 

should provide preparational experiences for assistant principals that directly align with 

the standards. This study provides insight into the relationship between principal 

readiness, preparational experiences as an assistant principal, and the NCSSE. The North 

Carolina standards also tie directly to the evaluation rubric instrument on which assistant 

principals and principals are regularly evaluated. This further proves the importance of 

aligning the daily experiences of assistant principals with the standards and ensuring 

appropriate support and professional development are offered by school districts. 

Additionally, principals provided deeper insight into specific standards that should be 

focused on during the assistant principalship to better prepare future principals.  

The responsibilities of the school principal have changed over the years and 

continue to evolve, especially with the increase in student needs as a result of the 

COVID-19 pandemic. The daily duties of principals are continuing to change and take on 

a different look as educational leaders meet the current needs of students.  

School principals are essential for ensuring that students have access to strong 

educational opportunities. They shape a vision of academic success for all 

students; create a climate hospitable to education; cultivate leadership in others so 

that teachers and other adults feel empowered to realize their schools’ visions; 

guide instructional decisions that improve teaching and learning; and manage 
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people, data, and processes to foster school improvement. Since the onset of the 

COVID-19 pandemic and its revelation of stark inequities in educational 

opportunity, the role of the principal has become even more critical in meeting 

students’ needs. (Levin et al., 2020, p. 1) 

The responsibility of educational leaders to meet the needs mentioned above is critical; 

however, it should be noted that many of the skills needed to meet the needs of students, 

staff, and community members are already embedded into the NCSSE standards and 

evaluation rubric.  

For the purpose of this study, I focused on Standards 1-7. Standard 8, Academic 

Achievement Leadership, was not included, as it is not part of the principal’s evaluation 

process directly but rather a reflection of the school-wide student growth data. 

Additionally, Standard 8 does not include specific practices like the other standards. As I 

delved deeper into these seven standards, it was evident that they were comprehensive in 

nature and provided a framework for principals and assistant principals in which to 

operate.  

The seven standards that school leaders are responsible for implementing have 

been established by NCDPI and NCSBE (2015): 

1. Strategic Leadership 

2. Instructional Leadership 

3. Cultural Leadership 

4. Human Resource Leadership 

5. Managerial Leadership 

6. External Development Leadership 
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7. Micropolitical Leadership  

Strategic Leadership 

Establishing a collective vision within an organization is a critical part of leading 

with strategy. Having an aligned vision ensures that all stakeholders are working with one 

another toward the same goals (Lynch, 2016). Effective strategic leadership practices will 

allow students, staff, and community members to establish core values and beliefs that 

guide the day-to-day work to ensure the vision and mission are realized. According to the 

American Institutes for Research (2014), schools that have principals who implement 

strategic leadership tend to perform better than those that do not. This is in part due to the 

principal’s ability to identify current challenges, develop an actionable plan, and 

communicate the long-term vision for the school. 

Instructional Leadership 

 The traditional role of the school principal has evolved over time and now 

requires more focus on instructional leadership. In order to fully serve as the instructional 

point person, principals must have a solid understanding of how to oversee, evaluate, and 

prescribe interventions that will support the improvement of teaching and learning within 

the school (Xu, 2018). Lunenburg (2010) suggested that in order for principals to be 

effective instructional leaders, they must focus on learning; encourage collaborations; 

analyze data to improve learning; provide support to staff; and align curriculum, 

instruction, and assessment. Assistant principals are often given more managerial 

responsibilities; however, Lunenburg noted that in order to impact student achievement at 

a high level, principals must be the instructional leaders in their buildings. It is critical 

then that assistant principals gain experiences that require them to navigate complex 
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responsibilities that they will face as school principals and not be shielded from the 

multifaceted requirements of the job. Educational leaders must prioritize their daily tasks 

to reflect what is important to them. Many principals get bombarded with daily 

operational tasks that they do not spend enough time being the instructional leader of 

their building. In order to effectively operate as the instructional leader, it is important for 

principals to set aside some of the administrative tasks that consume their day and focus 

on improving pedagogical practices that impact learning (Jenkins, 2009). Understanding 

how to balance the demands of the principalship allowed for a more successful 

experience for staff and students.  

Cultural Leadership 

 Creating a school culture that is conducive to student learning should be a priority 

for principals. Eller and Eller (2017) concluded that the cultural makeup of the school 

represents what the school is at its core. Additionally, the culture impacts all facets of the 

school day and can impact the school’s ability to implement meaningful change that can 

impact the success of the students. When a first-year principal takes over a school, there 

is already a culture in place, whether good or bad. An effective leader must be able to 

evaluate and re-culture the school if needed, in order to align the school’s mission and 

vision and to ensure the work within the school has meaning and purpose (NCDPI & 

NCSBE, 2015).  

 School safety and order are top priorities for educational leaders; however, they 

should not be confused with school culture altogether. While safety and order can 

certainly impact school culture, there is much more that makes up the culture of a school. 

The components of school culture are not always explicit but often include the 
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understood expectations for students and staff that impact their daily interactions with 

one another, as well as their views about the school in general. In addition, the approach 

students and staff take to working together, addressing concerns, and formulating 

solutions often leads to the rules and guidelines, as well as overall operating standards 

students and staff navigate daily (Gordana 2020). Creating cultural change does not 

happen quickly and oftentimes gets overlooked by principals because of the many other 

responsibilities principals face. While the other duties assigned to the principal should not 

be overlooked, investing time, energy, and resources into creating a positive culture is 

vital to the success of the school (Habegger, 2008).  

Human Resource Leadership  

 The human resource leadership standard is one of the most critical components 

principals must strive to understand. LaMarco (2018) suggested that the ability to 

understand human capital is the most important skill for leaders to possess because 

schools must continually develop the professional capacity within the organization if they 

want to achieve at maximum levels. Due to the general makeup of schools that require 

collaboration and collective responsibility to produce high-quality outcomes, principals 

must be able to cultivate relationships, nurture, and build community within their 

personnel.  

 School principals are charged with planning and implementing professional 

development and professional learning communities (PLCs) that will impact student 

achievement as part of the human resource standard. They are also responsible for 

recruiting, hiring, placing, and supporting staff members in their buildings. Additionally, 

they are to evaluate performance regularly and provide valuable feedback to staff 
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members that align with the school’s vision (NCDPI & NCSBE, 2015). 

Managerial Leadership  

 The managerial leadership responsibilities principals are required to fulfill are 

vast; however, they are essential to the success of a school. Managerial leadership 

includes but is not limited to creating processes that relate to school finance/budgeting, 

systematic communications, master scheduling, conflict resolution, and creating school-

wide rules and expectations (NCDPI & NCSBE, 2015). Assistant principals are often 

relegated to managerial tasks, specifically student discipline, transportation, and other 

administrative tasks, so the principal can focus on the instructional vision for the school 

(Murphy, 2021).  

External Development Leadership  

 In an effort to maximize student achievement and provide opportunities for 

students that extend beyond the classroom, principals must make concerted efforts to 

build relationships with external stakeholders. These relationships often start with the 

school principal engaging business leaders, faith-based organizations, local nonprofits, 

community organizations, and parents in meaningful conversation, built on trust, about 

their role in increasing student achievement (deFur, 2012). Costelloe and Cheng (2016) 

asserted that external partnerships can provide varying support opportunities that align 

with the school’s vision for student success by engaging students in extracurricular 

learning experiences. Additionally, Costelloe and Cheng concluded that principals and 

districts must have processes in place to support and manage these partnerships to ensure 

a positive impact.  



12 

 

 

 

Micropolitical Leadership  

As principals initiate change within their respective schools, they must understand 

the importance of micropolitical leadership. First-year principals, in particular, need to 

pay special attention to the relationships within the school community to determine how 

to navigate internal political structures in order to maximize change (Caruso, 2013). 

Principals should build relationships with teachers and staff to better understand their 

contributions to the school and be able to leverage their strengths to ensure the school’s 

vision becomes a reality (NCSBE, 2006).  

Research Questions 

 This study examined experiences of school principals to determine if they built 

leadership capacity as it relates to the NCSSE. The research conducted in this work 

provided valuable insights into the day-to-day assignments and tasks that principals are 

asked to perform. Additionally, the goal of this study was to examine the tasks in relation 

to the standards school principals were expected to fulfill. The following research 

question, including Sub-Questions 1, 2, and 3, guided this study:  

What changes in preparatory experiences need to occur for a successful transition 

from the assistant principal to the principal role?  

1. How do principals perceive that their daily tasks align with the best 

practices identified through the NCSSE? 

2. How do perceptions of preparational experiences differ among principals 

who lead elementary, middle, and high schools? 

3. What additional support could have been beneficial to assist with 

administrator preparedness that is aligned with the seven standards in the 
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NCSSE? 

Significance of the Study 

 This mixed methods study examined the perceptions of leadership capacity within 

school principals as it relates to the NCSSE. Specifically, the research aimed to determine 

if their day-to-day responsibilities adequately prepared them for the principalship. The 

results of this study were used to build a district-wide professional development model 

that prepares assistant principals to effectively impact instruction within the school when 

the opportunity arises to become the lead administrator (The Wallace Foundation, 2013). 

The information gathered in this study also aided in establishing a district-wide 

mentorship program that ensures principals provide their assistant principals with 

opportunities that will carry over into the principalship. Research is clear that well-

prepared school leaders have a better experience and lead schools with lower turnover 

rates than principals who are inadequately prepared. Principals are even more successful 

when they are involved in a meaningful mentorship program (Levin & Bradley, 2019).  

 This study also brought to light the importance work-based experiences have on 

the overall preparation and success of school administrators. As principals navigate a 

myriad of responsibilities and interactions throughout their day, each interaction can be 

used as a preparational tool as long as principals take time to coach and mentor their 

assistant principals effectively. Additionally, first-year principals deserve ongoing 

support and professional development to continue their growth as educational leaders. 

These data helped the district plan and deliver programming to support this ongoing need. 

Principals and assistant principals are held accountable to the NCSSE, and it is the 

district’s responsibility to ensure that each educational leader has the capacity to fulfill 
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the responsibilities that fall within those standards.  

Setting of the Study 

 This study took place in a small, rural school district in northwest North Carolina. 

The district had approximately 5,500 students who spanned from pre-K through 12th 

grade. The district included 19 schools: three traditional high schools, three middle 

schools, 11 elementary schools, one alternative middle/high school, and one early college 

high school. Within the district, there were 29 school administrators, including 19 

principals and 10 assistant principals. The participants consisted of 15 principals from 

across the school district. Three principals led at the high school level, three at the middle 

school level, 11 at the elementary level, and one at the middle/high level. All principals 

who participated in this research were licensed school administrators in the state of North 

Carolina. The district had a leadership team that lacked experience; therefore, this 

research proved valuable to the district as it looked to implement effective programming 

to build capacity within the leadership team.  

Definition of Terms 

 The following definitions of terms were intended to provide clarity to the readers 

in an effort to fully understand the purpose and findings of this study.  

Assistant Principal 

 School executive responsible for implementing the vision and mission of the 

school under the direction of the principal.  

Cultural Leadership 

 A leadership standard that school executives demonstrate in an effort to value 

traditions and rituals of a school culture, in an effort to build collaboration, school pride, 
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and a sense of belonging to the school community (NCDPI & NCSBE, 2013).  

External Development Leadership  

 A leadership standard that school executives demonstrate to build parent and 

community partnerships and to comply with district, state, and federal mandates (NCDPI 

& NCSBE, 2013).  

Human Resource Leadership  

 A leadership standard that school executives demonstrate for effective hiring, 

retention, and evaluation practices. It also consists of leading school-wide processes to 

implement professional development and PLCs (NCDPI & NCSBE, 2013).  

Instructional Leadership  

 A leadership standard in which school executives demonstrate the knowledge of 

curriculum and instruction and the ability to create systems that build capacity and hold 

teachers accountable for delivering quality pedagogical practices (NCDPI & NCSBE, 

2013).  

Managerial Leadership  

 A leadership standard in which school executives demonstrate the ability to 

successfully implement systems, protocols, and procedures to effectively communicate, 

problem solve, and provide logistical support in all areas within the school (NCDPI & 

NCSBE, 2013).  

Micropolitical Leadership 

 A leadership standard in which school executives demonstrate the ability to 

implement systems that value the strengths of all staff members, promote diversity, and 

are grounded in positive, professional relationships within the school (NCDPI & NCSBE, 
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2013).  

Strategic Leadership  

 A leadership standard in which school executives demonstrate the ability to 

improve student achievement by establishing a clear and aligned mission and vision for 

the school (NCDPI & NCSBE, 2013).  

First-Year Principal 

 A school executive, in their first year in the position, who is responsible for 

carrying out the NCSSE in an effort to improve student achievement within the school.  

Summary  

 This research focused on the preparation of school leaders to ensure the transition 

from the assistant principal to the principal position was a successful experience. To 

complete this, I measured their perceived leadership capacity as it related to Standards 1-

7 of the NCSSE. Additionally, I examined how their day-to-day responsibilities aligned 

with the seven executive standards to determine if they received adequate training and 

experience within all seven standards. Furthermore, this study provided information on 

the role of the principal in training, mentoring, and providing experiences to their 

assistant principals to build their leadership capacity around all standards. 

NCDPI and NCSBE have established eight standards for principals and assistant 

principals; however, this study only focused on Standards 1-7. This was because Standard 

8, Academic Achievement Leadership, was a reflection of the school-wide growth model 

for educator effectiveness and was not included in the self-assessment or the overall 

principal evaluation and did not include specific principal practices. 

The role of the school administrator has changed over time and has become more 
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complex in nature. The duties and responsibilities extended beyond the traditional 

managerial scope of the position and into a much deeper role that required a distinctive 

set of skills. Because school principals had a profound impact on the success of their 

respective schools, districts and school leaders should invest the appropriate resources to 

equip future principals to lead change. For this reason, an in-depth study of school 

principal perceptions of their leadership capacity, based on the seven NCSSE, was 

administered.  
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Chapter 2: Literature Review 

Overview 

The purpose of this study was to determine the perceived leadership effectiveness 

of current school principals as it related to the seven primary standards found in the 

NCSSE. It was also my goal to determine how their perceived leadership effectiveness 

was impacted through day-to-day experiences and what specific preparational tasks might 

have enhanced their perceptions of leadership ability. “Although there are many 

influences on a school executive’s development, these standards will serve as an 

important tool for principals and assistant principals as they consider their growth and 

development as executives leading schools in the 21st century” (NCDPI & NCSBE, 

2013, p. 3). As previously stated, the NCSSE consists of eight standards; however, this 

body of work focused only on the seven standards on which principals are evaluated 

annually and those that were aligned with their self-assessment and professional 

development plans: 

1. Strategic Leadership 

2. Instructional Leadership 

3. Cultural Leadership 

4. Human Resource Leadership 

5. Managerial Leadership 

6. External Development Leadership 

7. Micropolitical Leadership 

These standards are used to support school executives in their quest to lead 

transformational schools out of the status quo. As NCDPI and NCSBE (2013) stated, 
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Public education’s changed mission dictates the need for a new type of school 

leader -- an executive instead of an administrator. No longer are school leaders 

just maintaining the status quo by managing complex operations but just like their 

colleagues in business, they must be able to create schools as organizations that 

can learn and change quickly if they are to improve performance. Schools need 

executives who are adept at creating systems for change and at building 

relationships with and across staff that not only tap into the collective knowledge 

and insight they possess but powerful relationships that also stir their passions for 

their work with children. (p. 1) 

 The standards served as a guide to assist school executives in effectively 

improving the performance of their respective organizations. The review of literature 

looked deeper into each standard as it related to its importance within executive 

leadership.  

History of the NCSSE 

 The purpose of the standards is to lead school administrators as they navigate the 

daily tasks of being a school leader. The standards contain specific implementation 

efforts that principals should align with their daily work, as well as provide evidences 

school administrators should produce to ensure they are meeting the expectations within 

the standards (NCDPI & NCSBE, 2013). NCSBE has been clear in its strategic plan that 

every school needs a quality principal who can support student needs. Additionally, 

North Carolina has committed to providing professional development and support to 

ensure every student is equipped with a quality principal. The executive standards not 

only serve as a tool to lead successful schools but also as the instrument on which school 
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administrators are evaluated each year. The evaluation criteria mirror the practices and 

artifacts within the standards and were directly tied to the administrators’ professional 

development plans (NCDPI & NCSBE, 2015).  

 The executive standards also serve other purposes that intend to advance 

education, directly relating to student achievement and organizational success. 

Specifically, preservice training principals received in their formal education is directly 

related to the executive standards. Institutions of higher learning use the standards to 

design their curriculum as they prepare school leaders. Additionally, districts should use 

the executive standards to reflect on their ability to support school administrators in the 

delivery of the practices within the standards. While principals are directly responsible 

for implementing the related practices at the ground level, it is imperative boards of 

education and district leaders align their priorities with the core tenants of the NCSSE 

that have been identified as best practices for increasing student achievement (NCDPI & 

NCSBE, 2015). The seven priority standards that were identified were originally included 

in the findings from a study on the school principalship funded by The Wallace 

Foundation (2013). There have been many theoretical frameworks school principals have 

used over time to lead schools; however, this particular study examined what principals 

actually did on a daily basis, focusing on the practical application of school leaders, 

which, in turn, led to the practices identified in the NCSSE that we use today (NCDPI & 

NCSBE, 2015).  

 Portin et al. (2003) examined 21 schools across various states in search of what 

principals actually did on a daily basis in their respective schools. The study did not 

gravitate toward a specific type of principal or school but instead looked at a variety of 



21 

 

 

 

school systems, including public, private, charter, magnet, and others. Additionally, the 

study examined a wide range of principal leaders: some who were successful and some 

who were not. Portin et al. concluded that there are five major functions that contribute to 

the success of the school principal and should be identified as priorities for school 

systems in regard to principal development. These conclusions played an integral role in 

the development of the executive standards that are currently used by school leaders in 

North Carolina.  

The Principal as Diagnostician 

 Portin et al. (2003) pointed out that school principals often find themselves 

diagnosing problems within the school and are tasked with prescribing appropriate 

interventions. However, schools have different needs, and the ability of principals to 

recognize the problem and filter through possible solutions to pinpoint the one that will 

move the school forward is paramount for school leaders. Visone (2018) upheld the 

notion that principals need to be equipped with situational awareness to be able to 

anticipate problems and use proactive measures to solve problems. Additionally, 

principals encounter a myriad of challenges and must consider many factors, as well as 

the various groups within the school that will be impacted, before determining the 

appropriate plan of action when confronted with a problem.  

Leading a School, Inside and Out 

 In the research findings, Portin et al. (2003) found that many principals, teachers, 

and other staff members identified similar leadership practices that contribute to the 

overall success of the school. While results ranged from attending athletic events to 

running meetings to raising money, seven themes were consistently identified as core 
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practices of school principals. These seven critical functions are what we now know as 

the seven primary standards in the NCSSE: 

 Instructional Leadership 

 Cultural Leadership 

 Managerial Leadership 

 Human Resource Leadership 

 Strategic Leadership 

 External Development Leadership  

 Micropolitical Leadership 

The standards identified were not meant to be approached in isolation, but rather from a 

collaborative lens. Principals must understand how each of these standards is connected 

and impacts one another. These seven primary functions will be expanded on in 

subsequent sections.  

More Than a “One-Man Band” 

Portin et al. (2003) concluded that while principals are faced with challenging 

demands, they do not have to face them alone. The principal is ultimately responsible for 

the success of the school; however, collective responsibility should be placed on 

administrators, teachers, and community members to ensure the school is equipped to 

meet school needs. Grissom et al. (2021) asserted that great principals should foster 

collaboration in their respective schools. This includes implementing PLCs but also 

extends beyond teaching and learning to impact the overall operation of the school. 

School principals are responsible for implementation efforts of the seven standards; 

however, they are encouraged to distribute leadership opportunities to other stakeholders 



23 

 

 

 

within the school and provide collaborative efforts for students, staff, and parents to 

operate within.  

Governance Matters 

Collaboration is critical for effective implementation of the seven standards. 

Sharing leadership responsibilities should be the focus for principals; however, Portin et 

al. (2003) noted that the school’s ability to govern the implementation structure is equally 

important. All organizations have a structure they operate within, but not all have a 

structure that allows for collaboration and collective efforts. Specifically, the study noted 

that the governance structures within the district have a direct impact on whether or not 

principals and their teams can operate effectively within the seven standards.  

Learning by Doing 

 Cunningham et al. (2018) recognized that school leadership requires formal 

education-based training in order to equip school leaders with tools to lead successful 

schools. While important nonetheless, formal preparation programs do not provide 

enough on-the-job experiences needed for principals to effectively navigate the 

complexities they face regularly. Specifically, the power of professional learning 

experiences can play an integral role in an administrator’s ability to face problems in K-

12 schools. Portin et al. (2003) stated that an overwhelming majority of administrators 

agree that their formal training had little to no impact on their ability to perform their 

assigned duties. Instead, they attributed their skillset to the preparational experiences and 

mentorships they encountered on the job. This concept is reinforced by NCDPI and 

NCSBE (2008) in their approach to provide professional growth opportunities to school 

administrators through the NCSSE, evaluation rubric, and professional development plan.  
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Standard 1: Strategic Leadership  

 Standard 1, Strategic Leadership, is broken down into four elements according to 

the NCDPI and NCSBE (2008) evaluation rubric and self-assessment form: 

 Element A: School Vision, Mission and Strategic Goals  

 Element B: Leading Change  

 Element C: School Improvement Plan  

 Element D. Distributive Leadership  

Strategic planning is held to be one among a number of organizational development 

approaches. While the strategy can be a framework to set future direction and action, it 

can also be used to judge current activities. A strategically focused school is 

educationally effective in the short term but also has a clear set of processes to translate 

the core purpose and vision into an excellent educational provision that is sustainable 

over time (Lynch, 2016). 

 It is important that educational leaders understand that strategic leadership plays 

an important role in student achievement. As Quong and Walker (2010) concluded, 

strategic leadership should include shifting the organization’s structure and direction, 

when needed, to ensure the established goals are met. In education, this translates to 

establishing structures and practices that maximize student achievement and are 

sustainable for years to come. Strategic leadership includes four specific elements that 

school executives should use to create a successful school environment. NCDPI and 

NCSBE (2008) emphasized the need to create an environment that welcomes 

constructive, actionable feedback in an effort to build upon the core values and ideas and 

to repurpose itself when needed. It is also critical that leaders are able to formulate a 
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roadmap for moving the school toward the new, reestablished vision. 

One critical element of strategic leadership is the ability to work collectively to 

formulate and execute a school’s vision and mission. Organizations throughout the world, 

including schools, utilize strategic leadership to carry out their mission. Whenever 

individual leaders and teams utilize their resources to create aligned direction and buy-in 

from stakeholders, they tap into strategic leadership and help the organization to realize 

its potential (Hughes et al., 2014). The components of establishing direction include 

clarifying its mission, vision, and values. These ambitious tenets are important strategic 

components because they create opportunities for stakeholders to see, understand, and 

evaluate the multiple conditions that make up their respective schools (Hughes et al., 

2014). A school’s mission and vision play an integral role in student achievement, 

provided they are established on common values of all stakeholders. Vision and mission 

statements are often used interchangeably; however, it should be noted that a vision 

statement is typically a concise, easy-to-recall, collective direction of the school’s future 

goals. In contrast, a mission statement provides the action steps needed to achieve the 

vision (Gabriel & Farmer, 2009).  

Organizations, including schools, are made up of many ingredients that can alter 

their success; however, it is evident that a common piece that contributes to 

organizational success is a deep-rooted vision among stakeholders. However, as 

important as collective vision is to the success of a school, research shows that only one 

of every 10 students and staff can actually recite the vision of their respective schools 

(Owens, 2020). It is important that principals establish a quality vision statement that is 

meaningful to students, staff, and the community. University of Massachusetts Global 
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(2020) posited that a strong vision statement can help formulate a clear understanding of 

the organization's future aspirations and goals. Principals should not develop a vision and 

mission statement independently but should instead include help from internal and 

external stakeholders. Teacher Education Through School-Based Support in India (n.d.) 

supported the notion that teachers, students, and their parents and families, as well as 

community leaders, should be included in the vision-building process. The Teacher 

Education Through School-Based Support in India went on to say, 

If stakeholders are to support the school’s development, they need to be involved 

in understanding and developing the school’s vision. Among the stakeholders will 

be people with varying degrees of education and understanding of what is 

required of modern schools. It is the responsibility of the school leader to inform 

and support their development. This may be challenging, especially if the vision 

involves improvement that is different from what has been historically provided. 

In one context, it may be right for the school leader to be quite directive and this 

may be appreciated by the school community; in a different context, such an 

approach may be resented and lead to problems. (p. 8) 

As a novice administrator, gaining preparational experiences to develop the 

applicable strategic leadership skills needed to navigate the re-culturing of a school’s 

mission and vision is critical to the success of the school and the administrator. This 

responsibility falls on the principal to mentor their assistant principals and mentee 

principals. Hutton (2020) stated, 

The responsibilities of school leadership are simply too varied and too numerous 

to continue the hierarchical leadership model found in most schools. Lead 
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principals must be willing to share leadership, autonomy, and responsibilities with 

their assistant principals, who are colleagues and credentialed principals. 

Assistant principals are, first and foremost, principals who work alongside their 

lead principals to fulfill the visions and missions of their schools. Embracing this 

paradigm shift will increase and strengthen the capacity of school leadership 

teams. Lead principals should make a conscious effort to provide work-life 

activities that prepare assistant principals for increased leadership responsibilities. 

(p. 2) 

As novice administrators prepare to lead schools, they must be able to lead change 

in their buildings and not simply manage the school. The ability to lead change, another 

critical element within strategic leadership, requires school executives to have the ability 

to positively impact student achievement by identifying growth opportunities and by 

articulating specific improvement strategies and the overarching vision throughout the 

school community (NCDPI & NCSBE, 2008). Working alongside stakeholders is an 

important step in establishing the vision, mission, and goals of the school. In fact, IRIS 

Center (2022) reminded us that although schools may have a great vision statement, it is 

of little value if it is not shared among stakeholders. The IRIS Center continued by 

offering five specific strategies school leaders should consider as part of their 

communication plan: 

 Liaise with members of various stakeholder groups within the school (e.g., 

instructional staff, cafeteria workers, bus drivers, etc.) about the school’s 

vision  

 Communicate the vision to external partners who have a vested interest in the 
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school (e.g., parents, business leaders, nonprofits, faith-based organizations, 

etc.) 

 Ensure the vision is concise, clear, and can be easily communicated by 

stakeholders  

 Exhaust any and all outlets of communication (e.g., pamphlets, publications, 

email, website, social media) to formally and informally communicate the 

new vision 

 Prepare staff to answer questions from community members about the vision 

and the implications of implementation  

Once a school’s direction is set, through a vision and mission statement, and 

school goals are established, a successful implementation plan must follow. Schmoker 

(2016) articulated there is a direct relationship between the amount of time school leaders 

devote to a successful implementation plan and the success of the school’s goals 

themselves. Schmoker (2016) also stated school leaders should narrow their focus and be 

cautious not to be distracted by secondary tasks which can take time away from the top 

priorities, such as implementation efforts throughout the school. As school executives, 

principals must be able to manage the myriad of responsibilities that compete with their 

time on any given day to ensure they stay committed to the implementation of the 

school’s mission, vision, and goals. 

While principals are responsible for ensuring all the NCSSE, including strategic 

leadership, are in full operation at their respective schools, they are not required to 

implement all standards themselves. They must rely on strategic, distributed leadership 

that incorporates teachers, parents, students, and community members in the school 
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improvement process and create an environment that values differing perspectives. The 

idea of strategic, distributed leadership does not exclusively pertain to schools but also 

top-performing organizations throughout the world. Hughes et al. (2014) asserted that 

strategic thinking is behind the success of many organizations, including Apple. Hughes 

et al. proved the importance of distributed leadership by recalling Steve Jobs, cofounder 

of Apple, often utilized the ideas of multiple employees in the strategic growth process. 

The mastermind behind Apple’s success would involve the company's most trusted 

employees to take part in the development of the company’s long-term vision and 

actionable steps the company should take. To guide school administrators through a 

similar strategic thinking process incorporating distributive leadership, NCDPI and 

NCSBE (2013) included the school improvement plan (SIP) as a critical element of 

strategic leadership.  

A SIP is considered a best-practice tool that guides the school improvement 

process by identifying goals, outcomes for success, and details on how and who is 

responsible for carrying out specific actions with the SIP (Fernandez, 2009). Although 

SIPs are required, or strongly recommended, for nearly every school in the United States, 

many do not experience successful goal completion as outlined in their SIP. Some 

schools simply treat the SIP process as a “box” to be checked off each year, with little 

intention of follow-through. Dunaway et al. (2012) conducted a study that delved deeper 

into the SIP process, specifically the perceptions of its value and purpose. In their study, 

which was conducted in a North Carolina school district, nearly all principals who were 

surveyed felt that the SIP process was valuable, whereas just above half of the teachers 

surveyed felt the same. Additionally, approximately 10% of teachers and principals felt 
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there was adequate parent representation within the SIP process. It is important that 

school administrators understand the value of collective visioning and take appropriate 

action to include valuable stakeholders as they practice distributive leadership through 

the school improvement process.  

Standard 2: Instructional Leadership  

 Standard 2, Instructional Leadership, is broken down into two elements according 

to the NCDPI and NCSBE (2008) evaluation rubric and self-assessment form: 

 Element A: Focus on Learning and Teaching, Curriculum, Instruction and 

Assessment 

 Element B: Focus on Instructional Time 

The role of school leaders continues to evolve, with much more emphasis placed on the 

ability of principals to lead instructional change to increase student achievement. NCDPI 

and NCSBE (2008) specifically noted that school executives should be responsible for 

setting forth expectations for teaching and learning and should create a climate that holds 

educators responsible for high-quality instructional practices. In addition to establishing 

high instructional standards, principals should also be active participants in the learning 

process. Fullan (2018) recommended the principal lead the learning process in the school 

by initiating conversations and practices that spark collective introspection into ways to 

improve upon pedagogical practices in their schools.  

 Data suggested that consistently high-performing schools are led by principals 

who emphasize and monitor instructional practices regularly. In these schools, principals 

facilitated data collection and analysis and worked collaboratively to prescribe 

interventions that improve opportunities for students to learn (Cross & Rice, 2000). 
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Principals have the second greatest impact on student achievement within the school 

building, behind teachers themselves. The impact of the principal as an instructional 

leader is supported by the School Administration Manager project, a large-scale effort 

spearheaded by The Wallace Foundation to shift principal responsibilities from less 

managerial in nature to more instructional. In turn, the results from the School 

Administration Manager project supported the notion that instructional leadership is a 

necessity for administrators if they want to improve student achievement (Turnbull et al., 

2009). According to Walker (2009), this shift in focus led to higher student achievement 

and an increase in the perception of the principal as the instructional leader, not only from 

teachers but also from students and parents. This perception is important as schools shift 

from a top-down approach to an inclusive approach to teaching and learning. A school-

wide instructional program should not be directed solely by the principal, but it should be 

collaborative and include parents and teachers in the process in order to maximize the 

impact on student achievement (Ezzani, 2019).  

Instructional leadership can have profound effects on student achievement. 

Simmons (2019) found that there was a direct relationship between student reading 

achievement and school leaders who implement and model research-based instructional 

strategies regularly. Additionally, the study found teacher and principal perceptions of 

instructional leadership were positively related to student achievement and the overall 

effectiveness of the instructional program at their respective schools. Ezzani (2019) 

studied instructional practices at an elementary school in California and found having 

parents and community members who trust school leadership and believe in the 

instructional vision help create a culture of academic achievement and accountability.  
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School leaders face numerous responsibilities that inherently take away their time 

to lead instruction; therefore, they must be focused and intentional with their time and 

energy as they lead instructional advancement in their schools. One of the most effective 

strategies principals can use to impact student achievement is to invest in building PLCs. 

PLCs, when implemented correctly, are an idea that educators take collective 

responsibility for each student’s educational achievement (DuFour et al., 2006). 

Moreover, this specific process requires relational trust to create an environment that 

includes collective lesson planning, instructional delivery, analyzing data, and 

collaborating on intervention strategies.  

Collective teacher efficacy, fostered through effective PLC implementation, is 

something principals should strive to build within their schools, even though the process 

may not come naturally to many. For years, teachers have been given autonomy to 

operate in isolation and entrusted to make educational decisions regarding curriculum, 

instructional pedagogy, assessment, and interventions on their own (Schmoker, 2006). At 

one point in time, educational leaders thought they were treating teachers as professionals 

by letting them work alone, but they quickly realized true professionals thrive when they 

are surrounded by other experts sharing the same goal of improving student achievement. 

Through PLCs, professional educators had an opportunity to share instructional 

strategies, compare teaching practices, analyze common assessment data, and prescribe 

instructional strategies to meet the needs of struggling learners (DuFour et al., 2006; 

Schmoker, 2006). The impact this collaborative work had on student achievement was 

seen in the Basileo (2016) study on the impact of PLCs. In her study of more than 2,800 

educators from 60 different schools throughout the United States, it was found not only 



33 

 

 

 

did effective PLCs positively impact student achievement, but PLCs also had a direct 

relationship with positive staff morale (Basileo, 2016). When teachers are given the 

framework to identify and solve problems as a collective unit, their self-perception to 

impact educational outcomes greatly increased (Donohoo, 2017).  

As principals prepare to lead student achievement initiatives, they must be trained 

and equipped to build processes within the school that embody high levels of relational 

trust. Collaboration and trust, along with goal setting and teacher autonomy laid the 

foundation for high-functioning PLCs to take place, thus positively impacting student 

achievement (Hallam et al., 2015). Principals’ actions and behaviors have a profound 

impact on the culture within a school. When a school’s culture is hindered by a lack of 

relational trust, mistreatment, micromanagement, or no personal regard for the people 

within the school, it is nearly impossible for students and staff to perform to the level at 

which they are capable (Moses, 2019). 

Standard 3: Cultural Leadership  

 Standard 3, Cultural Leadership, is broken down into four elements according to 

the NCDPI and NCSBE (2008) evaluation rubric and self-assessment form: 

 Element a. Focus on Collaborative Work Environment 

 Element b. School Culture and Identity  

 Element c. Acknowledges Failures, Celebrates Accomplishments and 

Rewards  

 Element d. Efficacy and Empowerment 

Establishing a positive school culture should be a priority for any new school leader. A 

major component of a positive culture is to ensure leadership is a shared responsibility 
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and one that prioritizes collaborative interactions within the organization (Shafer, 2018). 

In addition, Shafer (2018) highlighted the importance of the school principal in 

influencing the school culture through beliefs and assumptions, establishing values, 

creating expectations, specifying particular behavioral patterns, and providing evidence 

of desired behaviors within the school.  

 The impact culture plays within a school extends beyond the classroom and 

impacts every aspect of a student’s school experience. Howard (2010) studied the 

relationship between school culture and the school library program. In his case study of 

four nationally recognized school library programs, Howard found each school embodied 

a collaborative environment in which teams worked together. Howard also found each of 

the four schools was led by principals who exhibited collaborative leadership 

characteristics and also held their students and staff to high academic expectations. These 

high expectations included both school-wide and individual goal setting around a variety 

of academic achievement indicators.  

 Haberman (2013) recognized the importance of organizational culture, not only in 

schools but also throughout business organizations. In his article, Haberman compared 

and contrasted the importance of organizational culture and its impact on performance, 

staff turnover, and the overall success of the organization. Educational leaders should 

spend as much time developing skills impacting culture as they do technical skills 

pertaining to the job. Culture drives innovation and creativity, and when coupled with a 

collaborative and collegial environment, teachers and students will thrive (Haberman, 

2013). Sparks (2020) provided additional insight into the need for principals to 

understand the importance of interpersonal relationships within a school and the impact 
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those relationships can have on student performance and school culture. Quality 

professional development equipped administrators with the skills necessary to identify 

and respond to cultural needs within a school (Sparks, 2020).  

 The relationship between organizational culture and performance is not a new 

idea; however, recent changes in educational oversight have shifted the focus of 

administrators away from people and relationships and closer to programmatic, 

prescriptive programming (Deal & Peterson, 2016). Specifically, educators have been 

challenged to quickly fix underperforming schools through curriculum redesign, 

research-based teaching practices, and increased assessments. While these responses 

were rolled out with good intentions, placing too much emphasis on them placed a 

damper on creativity, teacher autonomy, and collaboration, thus negatively impacting the 

culture for students and staff (Deal & Peterson, 2016).  

 With the principal turnover rate hovering around 20% nationwide, the challenge 

for school principals to identify or establish cultural norms within a school can be 

daunting. On average, principals stay at the same school for only 4 years before passing 

the baton to another administrator (Bradley & Levin, 2019). This presents challenges for 

new principals and also places emphasis on district leadership to build capacity within 

assistant principals to be able to effectively lead the culture within a school. Specifically, 

with the increase in legislative accountability, principals should have the skills needed to 

improve academic achievement but also be able to hold true to the values, routines, 

traditions, and rituals of their respective schools. This is especially true when these 

elements of school culture are not always easy to define and take time to implement 

(Deal & Peterson, 2016).  
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 Transitioning an organization's culture can take years to implement and requires a 

commitment not only from the leader but also from the employees themselves. Moreover, 

the following elements of organizational culture were identified by Coleman (2017). 

They include a clear and concise vision built on purpose; articulated values aligning with 

the vision; practices that support the values; inclusive recruitment and personnel support 

plan; a historical connection tied to the origins of the organization; often through symbols 

and storytelling; and lastly, an environment that promotes collaboration and collegiality. 

When these cultural elements are implemented effectively, performance can increase 

significantly within the organization (Coleman, 2017).  

Standard 4: Human Resource Leadership  

 Standard 4, Human Resource Leadership, is broken down into three elements 

according to the NCDPI and NCSBE (2008) evaluation rubric and self-assessment form: 

 Element A: Professional Development/Learning Communities  

 Element B: Recruiting, Hiring, Placing and Mentoring of staff  

 Element C: Teacher and Staff Evaluation  

Many of the NCSSE can be captured by the organizational leadership structure defined 

by Bolman and Deal (2008). Bolman and Deal detailed the various frames of reference 

leaders should use. Specifically, the human resources frame is one that connects the 

human capital needs of the organization. Like most organizations, there is a reciprocal 

need between the organization and the people who work within it. Each entity needs the 

other in order to be successful; however, if the right conditions are not aligned, both will 

suffer (Bolman & Deal, 2008).  

 Kouzes and Posner (2017) gave support to the idea that leaders have a 
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responsibility to grow and develop their employees. Specifically, Kouzes and Posner 

detailed an instance in which a company experienced a transition in upper-management 

personnel. A recently hired manager came in with a leadership style that the company 

was not used to. The new manager involved the team of employees in the company’s 

decision-making process and gave them responsibility and autonomy to work within the 

company’s shared vision. Shifting power away from the company’s formal leadership 

and to the employees who were responsible for producing outcomes, drastically improved 

their self-determination and confidence levels. This paradigm shift in leadership 

philosophy requires leaders to develop competence in their employees so they feel 

confident in their abilities. Leaders should focus on developing skills and giving others 

control over the organization's productivity, thus cultivating leadership within the 

organization (Kouzes & Posner, 2017).  

 Certainly, school leaders are responsible for producing much more than a 

“product”; however, this approach to human resource development is necessary for 

schools to realize their goals for increasing student achievement. In order to empower 

teachers and build their confidence, principals should construct a school culture that 

supports interdependence, collective leadership responsibility, and a focus on building 

capacity within all teachers (Hadden, 2007). Administrators should not get caught up in 

the traditional “one-size-fits-all,” sit-and-get, lecture-style professional development. 

Instead, principals should converse regularly with staff members to gauge relevant 

professional development needs, encourage teacher-leadership within the school and 

empower teachers to share their practices with others, and create time for calibration to 

determine if the professional development is fulfilling the intended outcomes (Canle, 
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2020). 

 The Wallace Foundation (2013) examined the principal's role as the 

comprehensive leader within the school. The Wallace Foundation identified specific 

attributes that contribute to a principal's success as it relates to student achievement, staff 

growth, and the overall instructional climate throughout various schools. According to 

The Wallace Foundation principals played an impactful role in creating a climate of 

collaboration by committing time and resources to PLCs and establishing a culture of 

collective responsibility in which all staff members share the commitment to the school’s 

academic growth. In addition, they were in tune with the professional development needs 

of their classrooms and provided regular feedback to teachers on their instructional 

practices.  

 Instructional coaching is a form of professional development that has been shown 

to positively impact professional practice, thus increasing student achievement. 

Professional coaching refers to an ongoing collaborative conversation between the 

principal and teacher that is focused on student learning, teaching practices, and altering 

behaviors to ensure substantive academic achievement is realized (Knight et al., 2018). 

Knight et al. (2018) continued by emphasizing the importance of establishing 

partnerships between administrators and teachers that are reciprocal, opening the door for 

active listening, asking impactful questions, and engaging in two-way conversations that 

enact trust, confidence, and a growth mindset within teachers. 

Coaching is also common in the business world. Often termed “executive 

coaching,” this idea serves the same purpose: to increase productivity by increasing self-

awareness and responsibility. Additionally, these partnerships involve two-way 
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conversations focused on growth and development, in order to maximize the productivity 

of the employee (Lai & Palmer, 2019). Executive coaching has become commonplace for 

many business executives as well. In a study of more than 70 business executives who 

have an executive coach, it was evident that those who received coaching reaped 

significant benefits (Longenecker & McCartney, 2020). Through personal interviews and 

focus groups, these business leaders indicated that benefits included an increase in self-

awareness, encouragement and support, critical feedback that allowed the leader to 

remain aligned with the vision of the organization, increased their emotional intelligence, 

and a gave a stronger sense of teamwork and collaboration in the work environment.  

Establishing school-wide PLCs is another element of human resource leadership 

that principals should be equipped to implement. This type of professional development 

provides teachers with opportunities to share teaching practices and brainstorm ways to 

improve student learning. PLCs also provide time for reflection, value differences, build 

comradery among staff members, and also provide a platform for teachers to stay current 

on the latest research-based practices (Serviss, 2021).  

Knowing that PLCs contribute to staff development and increased student 

achievement is critical for principals to understand; however, understanding the 

components of how to implement PLCs within a school is much more important. 

According to Jenkins’s (2016) study on the process that principals use to establish 

successful PLCs, leaders stated that they clearly defined and articulated their expectations 

as they related to PLCs. Additionally, they invited all staff to be part of the PLC process, 

regardless of position, and created processes to develop leadership capacity within the 

school, encouraging a shared leadership approach. Finally, the study identified that 
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principals created a trusting and safe work environment, were active participants in the 

PLC meetings, and approached the meetings ready to partner with teachers to problem 

solve and promote student learning (Jenkins, 2016). 

 In addition to developing professional capacity within staff members, principals 

are also tasked with hiring and mentoring quality teachers. In a study of more than 500 

principals in North Carolina, school leaders tended to value the experience level and 

educational background of prospective candidates. Principals who participated in the 

study revealed that teachers with an advanced degree or an undergraduate degree from a 

high-ranking institution tend to have a slight edge on the competition. Lastly, knowledge 

of the state standards was more appealing to principals from traditionally low-performing 

schools (Giersch & Dong, 2018). While the school principal was responsible for hiring 

new teachers, they often utilized hiring teams made up of other teachers and staff to allow 

for diverse perspectives when hiring. Additionally, principals should establish in advance 

a profile for what the hiring team is looking for in a particular position (Mason & 

Schroeder, 2010). Additional steps principals should take when hiring are ensuring jobs 

are posted internally and externally, having a process of screening candidates based on 

predetermined criteria, keeping job descriptions up-to-date, and being familiar with all 

state and local human resource laws and regulations (Mabry, 2019). 

 Once teachers are hired, it is critical that principals provide appropriate 

mentorship for incoming teachers. Not only does providing a mentor to new teachers help 

with retention, but it also impacts student performance in the classroom (Davis, 2008). 

Teachers who are new to the profession altogether rely heavily on mentoring from 

another experienced teacher, ideally from the same content area, to provide specific 
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feedback on pedagogical practices and classroom management and to provide support 

and encouragement. Additionally, these mentoring experiences tend to be more fruitful 

when they are informal and dialogue takes place between the mentor and mentee (Jones 

et al., 2018). Establishing a mentorship program within the school not only impacts 

novice teachers but also benefits experienced teachers as well. Specifically, mentoring 

can increase confidence, competence, and over self-perceptions in their ability to 

positively influence student achievement. Mentoring that includes specific and timely 

feedback as it relates to teaching practices is also beneficial and can be seen as a quality 

professional growth opportunity (Walters et al., 2019).  

 As principals develop their mentorship programs, they should keep in mind that 

aside from direct mentor/mentee conversations, teachers can also find value in observing 

model classrooms and meeting as a peer group regularly to discuss common struggles 

(Alexander & Alexander, n.d.). McCarthy (2010) concluded that providing mentors to 

new teachers, as well as teachers with nontraditional educational backgrounds, was 

necessary in order to facilitate a successful experience. Moreover, the study concluded 

best practices when establishing a mentoring program are to ensure mentors are trained 

and have similar content and/or grade-level knowledge, and that mentor/mentee meetings 

are regularly scheduled. Agre’s (2014) study on the principal’s role in the teacher, 

mentor, and principal relationship concluded that mentoring beginning teachers 

establishes the groundwork for developing instructional leadership capacity within 

teachers. Additionally, trusting relationships between the principal, mentor, and teacher 

assist in creating a culture that promotes professional growth and development, and 

principals can utilize the teacher observation tool to build capacity within beginning 
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teachers.  

 Teacher and staff evaluations are another important component of human 

resources leadership. NCDPI and NCSBE (2008) clearly stated that principals should 

conduct evaluations with the intent of impacting student achievement by improving 

teacher performance. However, this does not always happen. In fact, many times, 

principals approach formal teacher evaluations as compliance-driven “hoops” through 

which to jump, focusing very little on the content knowledge or instructional practices 

(Derrington, 2011). Additionally, principals often use similar, generic feedback remarks 

on end-of-year evaluations, instead of giving specific and measurable feedback to bolster 

classroom teaching performance. Principals should be trained and held accountable for 

implementing staff evaluations with fidelity. Specifically, evaluation should focus on 

improving instructional practices through student achievement outcomes and should be 

focused on data-centered feedback (Hallinger et al., 2014). Moody (2018) suggested that 

evaluations should not only be conducted by the principal but should also include 

observations and evaluations from peers, specifically due to their knowledge of teaching 

and learning and the quality of feedback they can provide. Moody also suggested that 

principals should utilize video as a means to observe teachers, especially since formal 

evaluation does take significant time. Lastly, principals should approach evaluations as a 

coaching opportunity, not solely a mundane compliance task that holds little significance 

in regard to actual teacher improvement (Moody, 2018). 

Standard 5: Managerial Leadership  

 Standard 5, Managerial Leadership, is broken down into four elements according 

to the NCDPI and NCSBE (2008) evaluation rubric and self-assessment form: 
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 Element A: School Resources and Budget 

 Element B: Conflict Management and Resolution  

 Element C: Systematic Communication  

 Element D: School Expectations for Students and Staff  

The roles and responsibilities of school leaders have shifted over the years to 

focus more on instructional leadership, and rightfully so, as the goal of education is to 

increase student achievement outcomes. However, effective managerial leadership is an 

essential component of organizational success and should not be overlooked. Because 

principals are often stretched thin due to the varying demands placed on them, they often 

view their success as their ability to effectively navigate between instructional and 

managerial responsibilities (McBrayer et al., 2018). Principal managerial leadership 

provides processes and structures that help staff, students, and parents successfully 

navigate various aspects within the school (Istaryatinigtias & Rusin, 2021). Additionally, 

Istarvatinigtias and Rusin (2021) suggested the managerial leadership capacity of a 

principal has a direct impact on the overall identity of the school and dramatically 

impacts the operational effectiveness within the school.  

 A large piece of school management includes securing resources and finances for 

the school’s operations, specifically for academic programming, personnel, and 

intervention. The amount of discretionary funds principals have control over varies 

between public school units; however, principals should be trained to effectively manage 

financial resources and budget allocations within their respective schools (Superville, 

2019). Idris (2018) concluded that parents, staff, and other stakeholders should be 

involved in the budgeting process for schools, and adequate training should be provided 
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to various groups within the school, including extracurricular groups, Parent Teacher 

Organization, etc. Idris also recommended that additional training in financial 

management is necessary for school principals. 

 Hart et al. (2018) stated that in order to successfully manage school finances, 

principals should schedule regular meetings with the school financial offer to review 

internal financial documents for compliance. Additionally, principals should ensure the 

school’s budget is detailed and include processes for monitoring financial allocations to 

make certain there is alignment between the principal, the school’s budget, and the 

school’s improvement goals. Hart et al. continued by suggesting that while schools often 

receive funds from the state and local governments, principals should build and manage 

relationships with outside groups, such as parent organizations, civic clubs, and other 

business partners to increase fundraising efforts.  

 Conflict management is another element of managerial leadership that can derail 

principals if they are not properly equipped to address it. Handling conflict for principals 

is a regular daily task for many, and being underprepared to effectively resolve conflict 

can be detrimental to the organization's culture (Aguilar, 2016). Public schools are meant 

to be collaborative in nature, and the same applies to conflict management. Batool et al. 

(2016) studied 100 principals, both from private and public schools, and found that the 

majority of public school principals chose a collaborative approach to managing conflict, 

whereas private school leaders used an authoritarian approach to resolving conflict. 

Additionally, the study concluded that while the age and experience of the principals did 

not play a factor in the perceived ability to manage conflict, secondary school principals 

need additional training and support on conflict management. In a similar study of nine 
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secondary principals, Jack and Ukaigwu (2018) determined that principals use integrating 

and compromising approaches to conflict management more than any other style. Jack 

and Ukaigwu concluded that principals should implement a framework that encourages 

diverse viewpoints and new ideas that can help mitigate conflicts within schools.  

 Lynch (2021) recommended principals should act as the mediator of conflicts that 

arise within the school and should promote a system that allows for active listening by all 

parties involved. Furthermore, principals should make concerted efforts to limit any 

friendships between themselves and staff members, as this could exacerbate conflicts 

within the school. Lastly, principals should implement norms or rules that staff should 

follow when conflict arises. This includes keeping the conflict in a controlled, healthy 

environment and out of the classroom where it could negatively impact students.  

 Establishing an effective communication plan is a component of managerial 

leadership that enables parents and community members to engage in their child’s 

education. The more parents are involved in their child’s academic education, the better 

the student will perform academically (Benner & Quirk, 2020). Moreover, in their study 

of more than 900 parents, more than 400 teachers, and more than 400 school leaders, it 

was found that engaging parents and community members in effective school 

communication efforts contributed to a shared vision for building a collaborative effort to 

increase student achievement. Farrell and Collier (2010) studied 15 elementary school 

educators and examined their perceptions of family-school communication. It was 

overwhelmingly documented that effective communication between school staff and 

parents/families had a positive impact on student achievement. While there was no 

particular mode of communication that was more preferable than others, the information 
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included in regular school communication was important. Specifically, proactive 

communication about student progress, or lack thereof, logistical information pertaining 

to school events or schedules, and addressing problems and concerns through effective 

communication contributed to the success of the school.  

 In a 3-year multi-case study conducted in three elementary schools, Cosner (2011) 

found that principal communication was a contributing factor to the success of a school 

reform initiative that focused on implementing data-based collaborative teams. Principal 

communication, both oral and written, reiterated the school’s goals and outlined 

processes and data-based approaches for collaboratively achieving its goals. It was also 

noted that principal communication regarding the reform initiative was ongoing and 

consistent, providing explicit guidance to teachers on how best to succeed in their reform 

efforts.  

 Principal-teacher communication is also essential to the success of the school and 

the morale within it. Berkovich and Eyal (2017) noted the communication from 

principals towards teachers, particularly when they were under emotional distress, 

impacted their response to a situation. Berkovich and Eyal concluded that when 

principals practiced active listening techniques and responded to stressful situations with 

an empowering or normalizing response, teachers, in turn, were able to reframe their 

situation and approach it with more positivity and self-confidence. According to Hughes 

et al. (2014), communication is also a way to build trust among stakeholders. Leaders 

often wish to create an environment that allows others to be open and honest in regard to 

communication and provides opportunities for leaders to provide empowering responses; 

however, leaders themselves struggle with reciprocating their same expectations.  
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 Principals should use effective communication to relay their rules and 

expectations to their students and staff. Communication efforts should extend beyond the 

classroom and building signage and include social media, newsletters, and face-to-face 

interactions (Westrich, 2017). By establishing effective communication systems within 

the school, principals can create an environment in which students, staff, and parents 

have a common understanding of the values, expectations, rules, and vision of the school 

(Dayton, 2021).  

Standard 6: External Development Leadership  

 Standard 6, External Development Leadership, is broken down into two elements 

according to the NCDPI and NCSBE (2008) evaluation rubric and self-assessment form:  

 Element A: Parent and Community Involvement and Outreach  

 Element B: Federal, State, and District Mandates 

The level of parental involvement in their child’s education can have a significant 

impact on their child’s achievement levels; thus, principals should plan to implement 

systems and processes to engage parents and community members so they can assist the 

school and their child in moving toward a common goal (Adams, 2020). Lara and 

Saracostti (2019) concluded from their research that parental involvement had a direct 

impact on student achievement outcomes. In their study of 498 third-grade parents and 

guardians, it was found that while parental involvement in their child’s academic work at 

home was beneficial, it did not have the same effect as other forms of involvement. 

Particularly, parental involvement initiated by students or teachers in which parents came 

into the school building to engage in dialogue about their child’s education saw the most 

benefit.  
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Community involvement is essential for the development of students and schools 

and the strengthening of communities. Casto (2016) concluded that school-community 

partnerships that intertwine are mutually beneficial to all parties. These relationships can 

yield additional opportunities for students extending beyond the school day, including 

after-school and summer programs. These partnerships can also lead to increased 

volunteer involvement and can create a sense of belonging within the school and 

community. 

School leaders should recognize the importance of community involvement and 

seek to gain trust and manage productive relationships with those in the community 

(Poynton et al., 2018). In their study of 59 stakeholders throughout five separate school 

districts, Poynton et al. (2018) found schools that implement stakeholder training 

programs had profound results on community engagement. Specifically, parent and 

community engagement thrived when the training programs focused on educating 

community members on the role of schools and school leadership. It is important for 

community members to have an all-encompassing understanding of how schools impact 

communities and also the comprehensive duties school leaders are tasked to fulfill. 

Training programs should also focus on developing and maintaining productive 

relationships. Overall, an increase in trust, efficacy, and engagement grew out of the 

stakeholder development programs. 

Schwanke (2020) recommended principals utilize social media and video to 

educate communities about school goals, as well as the mission, vision, and expectations 

of the school principal. This will allow administrators to control the message stakeholders 

see and hear. Another way to build community partnerships is to make the needs within 
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the school known to civic, faith, or nonprofit organizations within the community. Lastly, 

principals should find ways to take the school into the community. This could include 

outreach opportunities for students and teachers or include students in community-wide 

events such as parades and festivals. By engaging the community, principals can create 

relationships that will lead to partnerships between the school and the community.  

Another component of external development leadership involves principals 

carrying out state, federal, and district mandates through established protocols (NCDPI & 

NCSBE, 2008). Owens (2012) posited that while educational leaders have their own 

individual leadership styles, many experience changes in their approach to leadership as 

more mandates are placed on them. The study concluded that principals shifted from their 

preferred leadership style when asked to implement an external mandate. The 

Pennsylvania School Boards Association (2020) suggested that educational leaders are 

placed in less-than-desirable positions facing mandates due to a lack of funding and 

adequate time to plan and implement the required mandates. Even still, educational 

leaders are responsible for creating processes and procedures to ensure legislative action 

is realized at the classroom level (Granados, 2021).  

Miller (2020) advised that anytime leaders have to implement change, they should 

be certain to take the necessary steps to ensure successful implementation. This includes 

communicating with stakeholders well in advance, formulating a collective vision and 

plan, embedding changes into the organization’s routines and procedures, and finally, 

analyzing data regularly to ensure intended progress is being made. Acton (2020) 

examined school leaders as change agents and found common hurdles to implementing 

change, including legislative mandates, were a lack of professional development on 
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instituting change and a lack of collective direction regarding the implementation. The 

research suggested that implementing change should include proper training and effective 

communication efforts to ensure alignment and commitment from the entire team.  

Standard 7: Micropolitical Leadership  

 Standard 7, Micropolitical Leadership, consists of one element according to the 

NCDPI and NCSBE (2008) evaluation rubric and self-assessment form:  

 School Executive Micropolitical Leadership 

School leaders, according to the rubric and self-assessment, should develop relationships 

and implement systems that will leverage staff expertise in order to maximize impact on 

the school’s mission and vision. 

Caruso (2013) concluded that while school principals know and understand the 

importance of relationship-building in a successful micro-political landscape, novice 

principals tend to retreat to a more controlling approach when faced with conflict. 

Moreover, when faced with macro-political uncertainty, principals reduce the availability 

of micro-political systems available to staff. In a school setting, district, state, and federal 

mandates can negatively impact the school, primarily due to the pressure associated with 

such mandates. Principals tend to retreat from their core values, often built around 

collaboration, and move towards a direct leadership style in an attempt to fulfill the 

requirements of external groups. Empathetic leadership can help leaders have a better 

understanding of the diverse backgrounds making up an organization (Kock et al., 2018). 

Kock et al. (2018) provided additional support that educational leaders who show 

empathy towards their subordinates generate higher rates of job satisfaction and increased 

performance. The knowledge gained from lending an empathetic and understanding ear 
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helps principals understand background information that can contribute to a collaborative 

school climate. 

Summary  

A majority of principal vacancies throughout the country will be filled by current 

assistant principals. Due to the complex nature of the principalship, aligning professional 

preparational learning experiences to the seven primary standards within the NCSSE is 

critical to their success (Hutton, 2020). The NCSSE also align with the responsibilities 

researchers state are important for school leaders to possess. These responsibilities 

include establishing and promoting a unified direction that promotes academic 

excellence, creating a culture and climate conducive to collaboration and professional 

development, managing human resources, and implementing processes and procedures to 

ensure effective operations within the school (The Wallace Foundation, 2013).  

The executive standards are designed to guide principals in their transformational 

leadership approach within schools. The functions within each standard assist school 

leaders in creating a sustainable school culture that is built on systems and processes that 

will be entrenched into the makeup of the school for years to come. While there is an 

evaluative component that reflects the ability of school leaders to carry out the seven 

standards, the purpose of the standards is to aid in the growth and development of 

assistant principals (NCDPI & NCSBE, 2015).  

School executives, including district leaders, have a responsibility to provide 

experiences to assistant principals that will expand their leadership capacity and enable 

them to carry out the functions listed within the NCSSE. Principals should not assign 

tasks that will isolate assistant principals, but instead, should collaborate alongside them 
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to carry out the executive standards and work together as a highly efficient leadership 

team (Holloway & Sgambelluri, 2019). Utilizing this approach will also provide assistant 

principals with an introspective look at how their leadership styles and their principal’s 

leadership styles impact the individuals they are serving, as well as provide the insight 

needed to build a leadership team that values diverse contributions (Hayes & Burkett, 

2020). Understanding the executive standards and their implications on school leadership 

and professional growth is a necessary step school districts must take to continue 

improving academic outcomes for students.  
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Chapter 3: Methodology 

 The goal of this research was to provide district and school leaders with valuable 

findings that will inform decision-making as it relates to professional development for 

assistant principals. Education has changed dramatically over the past 2 decades and now 

requires that school leaders become more than managers. They must be able to lead 

transformational change within schools through numerous avenues, which include but are 

not limited to navigating political influences; creating an environment of collective 

responsibility and accountability; enhancing the academic program delivery; and meeting 

the mental, physical, social, and emotional needs of students and staff (NCDPI & 

NCSBE, 2015).  

 In order to equip assistant principals and principals with the skills needed to 

effectively lead their schools, ongoing professional development must be in place. 

Assistant principals need relevant professional learning experiences that align with their 

daily responsibilities and should be involved in productive conversations with their 

principals regarding the implementation of the executive standards (Shelton & Welu, 

2014). This research focused on the current perceptions and practices of school 

principals. Utilizing research that contained perceptions and reflections of sitting school-

level principals who have a wide range of leadership experience provided me with the 

necessary results to establish meaningful professional development for assistant 

principals who desire to transition to the principal role. Additionally, by examining the 

alignment between principals’ daily tasks and the NCSSE best practices, I gained a better 

understanding of what preparatory experiences are needed the most to ensure a successful 

transition from the assistant principal to principal role for aspiring leaders.  
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Establishing high-quality, continuous professional development for school 

administrators that builds professional capacity is a proactive approach districts can take 

to promote a culture of growth (Levin, 2021). Before a support program can be 

established, districts should understand the current needs of school administrators. 

Specifically, when considering how assistant principals and principals spend their day, 

districts should seek to understand how their daily tasks align with the practices identified 

through the NCSSE. More importantly, districts need to understand how educational 

leaders perceive their preparation, or lack thereof, as they plan professional development 

to equip future school principals.  

 This study incorporated a mixed methods research design and intended to 

examine current school principals’ perceptions of their ability to lead within the NCSSE, 

as well as take a closer look at the alignment between their daily tasks and NCSSE best 

practices. The participants were asked to complete a survey and participate in an 

interview. The data collected in this research not only included current perceptions of 

leadership capabilities but also compared daily tasks of administrators to the practices 

identified in the NCSSE, as well as pinpointed areas in which administrators felt they 

needed additional support and training.  

Research Questions 

This study sought to answer the following research question. Sub-Questions 1, 2, 

and 3 provided additional support as I pursued answers to what preparatory experiences 

are needed for school leaders:  

What changes in preparatory experiences need to occur for a successful transition 

from the assistant principal to the principal role?  
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1. How do principals perceive that their daily tasks align with the best 

practices identified through the NCSSE? 

2. How do perceptions of preparational experiences differ among principals 

who lead elementary, middle, and high schools? 

3. What additional support could have been beneficial to assist with 

administrator preparedness that is aligned with the seven standards in the 

NCSSE? 

This chapter includes the methods used that provided in-depth information on 

school leaders’ perceptions of their own leadership capacity. These perceptions were 

gathered from interview findings, along with survey results, and were analyzed to 

determine if school administrators have the leadership capacity needed to effectively 

implement the seven executive standards in their respective schools. Additionally, the 

findings assisted districts in providing proper support and training for administrators by 

determining how the daily experiences school administrators experience align with the 

seven NCSSE.  

Participants 

 Participants in this study included 15 prekindergarten through 12th-grade public 

school administrators from a small, rural school district in northwest North Carolina. 

There are approximately 5,500 students enrolled in 19 different schools. The district 

contains 11 elementary schools, three middle schools, three traditional high schools, one 

early college high school, and one alternative middle and high school combination. The 

purposeful sampling method was used to identify the participants in this study, primarily 

due to their knowledge and experience of the research topic that would help answer the 
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research questions that were identified (Palinkas et al., 2013). The individuals who 

participated in this research did so on a voluntary basis. There have not been, nor will 

there be, any incentives for taking part in this study.  

There were 18 potential participants; however, 15 principals from across the 

school district consented to participate in both portions of the research study. Four 

principals led at the high school level, two at the middle school level, and nine at the 

elementary level. All principals who participated in this research were licensed school 

administrators in the state of North Carolina. 

Research Design 

 The research design of this study assisted me in identifying the beliefs, ideas, and 

self-perceptions of school principals who were currently serving at the time of this study. 

Specifically, this mixed methods study, which incorporated qualitative and quantitative 

components, helped gather perceptions of leadership capacity, as well as examined daily 

routines of administrators to determine if their roles and responsibilities aligned with the 

NCEES. A mixed methods study also provided additional data points that strengthened 

the study’s conclusions and the overall validity of the study (Schoonenboom & Johnson, 

2017). The qualitative portion of this research design provided perceptions and insight 

based on experiences and gave readers greater meaning and context behind the results 

and findings (Joyner et al., 2013). Additionally, qualitative research provided insightful 

responses that allowed for a deeper understanding as it related to the problem statements. 

The data collected through interviews were analyzed to identify themes from the 

descriptions provided.  

 The design of this research included surveys and interviews. I used the qualitative 
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data gathered from the interviews to help explain the quantitative findings. The research 

design was consistent with the explanatory sequential mixed methods design.  

The overall intent of this design is to have the qualitative data help explain in 

more detail the initial quantitative results. A typical procedure might involve 

collecting survey data in the first phase, analyzing the data, and then following up 

with qualitative interviews to help explain the survey responses. (Creswell, 2014, 

p. 224) 

This particular sequential design included the administration of a survey that principals 

completed identifying how their daily tasks and responsibilities aligned with the 

executive standards. Once surveys had been completed, principals were then contacted to 

schedule an interview. The interview questions aligned directly with the NCSSE and 

research questions. Once interviews concluded and data were collected, I analyzed the 

data and reported the results.  

Instrumentation 

 Two different data-collection instruments were used for this research. They 

included a survey and an interview that included questions designed around the research 

questions. By utilizing multiple data-collection instruments, I was able to triangulate the 

data, thus providing validity to the study. Triangulation refers to collecting and analyzing 

data from multiple sources to support and strengthen the findings of the researcher 

(Creswell, 2014).  

Survey 

 The first data collection instrument to be used was a survey. This survey provided 

me with the ability to draw conclusions based on the numeric description of the 
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tendencies, beliefs, and perceptions of the participants (Creswell, 2014). The survey 

instrument that was used in this study was created by GriffinJordan (2021). Permission 

was granted (Appendix B) to utilize this particular survey. An in-depth validation process 

was used in the initial research.  

 The survey consisted of 21 items in which participants were asked to rate their 

level of agreement with each statement. The statements are a reflection of the practices 

identified within the NCSSE and their alignment with the daily responsibilities and tasks 

of administrators. Additionally, the survey contained questions pertaining to demographic 

information, as well as questions about their experience levels, prior positions, and 

current grade levels in which they served. This information allowed me to identify trends 

in the data as it pertained to the preparatory skills needed at the elementary, middle, and 

high school levels. The results of the survey gave me the information needed to draw 

informed conclusions (GriffinJordan, 2021). I noted that the survey underwent a 

validation process through a pilot study and received a content validity ratio of .80.  

The Lawshe method was utilized to measure the content validity of the instrument 

and secure the content validity ratio (CVR) for each survey item. From there, the 

content validity index (CVI) was computed, which measures the validity for the 

entire survey instrument. According to Gilbert and Prion (2016), when used by a 

panel of content experts, the CVR is a valuable instrument in determining validity 

for both the individual instrument items as well as the overall validity for the 

whole instrument. Both the CVR and CVI offer a quantitative measure of validity 

of a survey instrument. The CVR computes the validity of a single item; the CVI 

on the other hand measures the content validity of the entire instrument or tool. 
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As noted by Gilbert and Prion, Tilden et al. (1990) suggested CVI values must 

exceed 0.70 to be considered valid. (GriffinJordan, 2021, p. 57) 

These items within the survey were converted to an electronic Google form. The survey 

was titled Examining Effective Practices through the NCSSE (Appendix C). The form 

was sent to participants through their preferred email address, and they were given the 

flexibility to complete the survey at a time that was convenient for them, as long as it is 

completed within the assigned time window.  

Interviews 

The second method in which data were collected was through individual 

interviews. Each participant was asked a set of predetermined questions (Appendix D) 

centered on their preparational experiences as it relates to the NCSSE. These questions 

delved deeper into the tasks and responsibilities their mentor principal assigned to them, 

as well as identified areas in which they felt more growth opportunities and experiences 

were needed. School administrators from every grade span took part in the interview 

process, which strengthened the overall validity of the study. Specifically, understanding 

the different preparatory skills needed at the three different grade spans was critical to the 

development of assistant principals. Additionally, having administrators with varying 

experience levels, as well as representation from the alternative school and the early 

college high school, brought different perspectives to the skills needed to effectively lead 

at different levels throughout the school district. The interview questions were shared 

with five district-level administrators who all have principal experience to validate the 

questions through interrater reliability. The purpose of interrater reliability was to gather 

feedback and general consensus that the interview questions would generate appropriate 
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responses that provided information needed to answer the research questions.  

 The interviews were conducted via Google Meet, an online platform that allowed 

conversations to be recorded for efficient data synthesis. This format was convenient for 

me and the participants as it allowed the interviews to occur in the privacy of one's home 

if one chose. Additionally, due to COVID-19, administrators were familiar with and 

comfortable with the Google Meet platform. Each participant was given a pseudonym to 

protect their anonymity. Due to the triangulation of data methods, participants were 

identifiable by me. The two methods of data collection were analyzed to identify 

common trends and themes between participants. 

Procedures 

Prior to beginning the research phase, I gained permission from the district to be 

studied. Additional permissions were obtained from the Gardner-Webb University 

Institutional Review Board, the governing body that establishes necessary parameters to 

protect the rights of human subjects in research (U.S. Food & Drug Administration, 

2019). Once permission was granted from the district and the Institutional Review Board 

to begin research, participants were contacted via email to inform them of the study and 

ask for their participation. I provided detailed information about the research and the role 

their participation played in prescribing appropriate professional development for the 

district.  

Once participants consented to participate in the research, I shared the survey to 

their preferred email account and gave them a 1-week time window in which the survey 

should be completed. At the midpoint during the 1-week window, I sent a reminder email 

to the participants who had not completed the survey. Once participants completed the 
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survey, I contacted them to schedule a time to conduct the interview portion of the 

research. 

Interviews were held via Google Meet at a time convenient for the participants. 

Each participant received the exact same introduction, overview, and questions. Once 

interviews were completed, I recorded themes from the interviews and trends as I 

examined relationships between their interview responses and the survey data provided in 

Phase 1. Additionally, the interviews were recorded to ensure the accuracy of the 

transcripts.  

Data Collection and Analysis 

I used Google Forms and Google Meet to conduct the research. The survey results 

were automatically loaded into a spreadsheet that I used to manipulate findings to look 

for trends within the responses. The survey results also included demographic 

information, as well as the names of participants. The demographic portion of the survey 

gathered information pertaining to gender, race/ethnicity, years of experience as an 

assistant principal, years in education, and occupation prior to becoming an administrator. 

Participants received pseudonyms that were used to communicate findings. I collected 

email addresses and names prior to the survey so potential patterns were able to be 

identified throughout the second phase, the interview process.  

The interviews were conducted through Google Meet, a virtual platform that 

provided flexibility and convenience for participants. Participants were informed prior to 

the interview that the conversation was going to be recorded. This was to ensure that 

findings were transcribed with accuracy. The participants in this study included 15 

current school principals. By researching current principals with a variety of leadership 
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experiences, I was able to gain a wide range of responses about their perceptions of 

effective school leadership as it pertains to implementing the NCSSE. Additionally, by 

examining the alignment between principals’ daily tasks and the NCSSE best practices, I 

gained valuable insight as to what preparatory experiences are needed the most to ensure 

a successful transition from the assistant principal to principal role for aspiring leaders.  

The results of this study were analyzed to examine how school leaders perceived 

their leadership ability as it pertained to the NCSSE. Specifically, the results helped 

determine if educational leaders felt their preparational experiences and daily tasks 

aligned with the executive standards set forth by the NCSBE. The findings from the 

interviews and surveys were analyzed to further identify themes that school and district 

leaders can interpret to establish meaningful professional development for aspiring 

principals. The interview results provided context and meaning behind the survey 

responses and gave me additional data points from which to draw conclusions. The data 

gathered from the surveys and interviews will help educational leaders at the district level 

ensure that assistant principals are receiving consistent and valuable professional 

development training that will equip them for the principalship at elementary, middle, 

and high school levels.   

 Table 1 provides detailed information on how the data collection instruments used 

within this survey aligned with the research questions that were established.  
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Table 1 

Research Questions and Data Collection Table 

Research questions Instrument Explanation Research 

methodology 

What changes in 

preparatory 

experiences need to 

occur for successful 

transition from the 

assistant principal to 

the principal role?  

Participants 

completed a 

21-item 

survey and 

responded to 

open-ended 

interview 

questions.  

Participants responded by 

rating themselves to what 

degree their daily tasks and 

responsibilities aligned with 

the NCSSE. Interview 

questions gained perceptions 

of their ability to lead within 

the NCSSE and gained insight 

into other valuable preparatory 

experiences.  

Quantitative/

Qualitative 

 

Sub-Question 1. How 

do principals perceive 

that their daily tasks 

align with the best 

practices identified 

through the NCSSE?  

 

Participants 

completed a 

21-item 

survey with a 

5-point 

Likert scale. 

 

Participants rated themselves 

on their perception of how 

their day-to-day tasks and 

responsibilities aligned with 

the seven primary standards 

within the NCSSE.  

 

Quantitative 

 

Sub-Question 2. How 

do perceptions of 

preparational 

experiences differ 

among principals who 

lead elementary, 

middle, and high 

schools? 

 

Participants 

completed a 

21-item 

survey and 

completed 

open-ended 

interview 

questions. 

 

Participants rated themselves 

on how their daily 

responsibilities align with the 

NCSSE. They also responded 

to open-ended interview 

questions regarding their 

leadership preparation.  

 

Quantitative/

Qualitative 

 

Sub-Question 3. What 

additional support 

could have been 

beneficial to assist 

with administrator 

preparedness that is 

aligned with the seven 

standards in the 

NCSSE? 

 

Participants 

completed an 

interview 

with open-

ended 

interview 

questions.  

 

Participants responded to 

open-ended interview 

questions with specific support 

measures that they feel are 

necessary for principal 

preparation as it aligns with the 

seven primary standards within 

the NCSSE 

 

Qualitative 

 

Summary  

This mixed methods research design allowed me to examine how assistant 
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principals’ daily tasks and responsibilities impacted perceptions of their ability to 

effectively carry out the NCSSE. The diverse representation within the study lent itself to 

stronger research results. Assistant principals often take positions that are outside of the 

grade span in which they have the most experience. Due to this, having administrators 

represented from elementary, middle, and high school allowed for a comprehensive data 

analysis that will drive professional growth at all levels throughout the school district. 

Additionally, the early college high school and the middle/high alternative school present 

challenges of their own. Understanding the complexities of the daily requirements of 

these principals was valuable as the district prepares future leaders of nontraditional 

schools.  

The survey results and interview responses were analyzed, and the findings will 

assist district leaders in prescribing professional development that will ensure a smooth 

transition from the assistant principal to the principal role. Specifically, the survey data 

provided quantitative information related to the day-to-day tasks of principals as they 

aligned with the seven NCSSE. In contrast, the responses to the interview questions 

allowed principals to pinpoint areas in which they felt school leaders needed professional 

growth opportunities regarding the implementation of the NCSSE. These qualitative data 

were based on principals’ feelings, perspectives, and experiences throughout their time as 

educational leaders. While the focus of this research was specifically focused on 

preparation of school leaders based on the NCSSE, additional information regarding 

principal preparation was identified to strengthen the district’s professional development 

plan. It also highlights commendations of the leadership development within the district 

at the time of this study. In the subsequent chapters, the findings of the study are 
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conveyed, and the research questions are answered. 
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Chapter 4: Results 

 The results from this mixed methods study, including survey and interview 

findings, are presented in this chapter. Additionally, the purpose of the study, including 

the relevant research questions and the methodology used in this body of work, was 

revisited to ensure a comprehensive understanding of the research.  

Purpose of the Study 

The purpose of this study was to examine the perceived leadership capabilities as 

they related to executing the practices found in the seven primary standards of the 

NCSSE. Additionally, the study aimed to capture school principals’ perceptions of how 

their daily tasks aligned with the seven primary executive standards. The executive 

standards serve as a road map for school administrators to use when leading their 

respective schools and give specific practices that should be executed regularly by school 

administrators. The standards are aligned with administrators’ professional growth plans 

and evaluation rubrics, which are ultimately used to build their transformational 

leadership capacity, leading to positive student and school achievement outcomes 

(NCDPI & NCSBE, 2013). There are eight executive standards; however, for the purpose 

of this study, I focused only on the seven primary standards, as Standard 8 is simply a 

reflection of the school’s student growth data each year and does not include specific 

practices for administrators to follow.  

The study examined current school principals’ perceptions of their leadership 

ability and alignment of their daily tasks. However, the primary goal of gathering this 

data was to support a deeper understanding of what skills are needed for assistant 

principals to successfully transition to the principal role. The data gathered will help 
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districts understand the professional development experiences assistant principals should 

receive and will also guide ongoing efforts to build capacity within current principals.  

The seven standards school leaders are responsible for implementing have been 

established by NCDPI and NCSBE (2015): 

1. Strategic Leadership  

2. Instructional Leadership  

3. Cultural Leadership  

4. Human Resource Leadership  

5. Managerial Leadership  

6. External Development Leadership  

7. Micropolitical Leadership  

Participants 

 There were 18 school administrators initially identified as potential participants in 

the study, all from a small, rural school district in northwest North Carolina. The district 

was comprised of approximately 5,500 students at 19 individual school campuses. The 

district consisted of 11 elementary schools, three middle schools, three traditional high 

schools, one early college high school, and one alternative middle and high school 

combination. Of the 18 potential participants, 15, or 83%, agreed to take part in the 

research by completing both the survey and the interview. Table 2 provides an in-depth 

look at the demographic information and other attributes of school administrators who 

participated in this study. The demographic and attribute data collected included the 

following: gender, race/ethnicity, years of experience as an assistant principal, grade span 

in which they served, total years as an educator, and the position held prior to becoming 
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an assistant principal.  

Table 2 

Demographic Data and Attributes of Research Participants  

Demographic/Attribute n Percentage 

Gender 

  Female 

  Male 

 

 

6 

9 

 

 

40% 

60% 

Race/ethnicity 

  White 

 

 

15 

 

100% 

Years as assistant principal 

  0-3 

  4-8 

  9-15  

 

 

13 

1 

1 

 

86.66% 

6.66% 

6.66% 

Current grade span served 

  Elementary  

  Middle 

  High 

 

 

9 

2 

4 

 

60% 

13.33% 

26.66% 

Years as an educator 

  11-20 

  21-30 

  31 or more 

 

 

7 

7 

1 

 

46.66% 

46.66% 

6.66% 

Position prior to assistant principal 

  Teacher 

  Counselor 

 

13 

1 

 

86.66% 

6.66% 

  Central office staff 1 6.66% 

 

 The participants in the study brought a variety of experiences and years of service 

to this research. There were nine male participants, which was 50% more than the six 

female participants. All participants in the study were White. Over 86% of participants 

had 0 to 3 years of experience as an assistant principal before moving to the principal 

position. Two participants served as assistant principals for 4 to 8 years and 9 to 15 years 

respectively. Of the 15 total participants, 60% of served students at the elementary level, 
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13.33% at the middle school level, and 26.66% at the high school level. This was 

important as I examined the perceptions between administrators at different grade spans. 

Seven of the participants had 11 to 20 years of experience in education, seven others had 

21 to 30 years, and only one participant had over 30 years of experience in education. 

Thirteen of the participants (86.66%) held a classroom teaching position prior to going 

into administration. One participant was a school counselor, and another held a central 

office position prior to administration.  

Research Questions 

The following questions were established to support the purpose of this study. 

The sub-questions provided additional information as I sought answers regarding what 

preparatory experiences are needed for school leaders. 

What changes in preparatory experiences need to occur for a successful transition 

from the assistant principal to the principal role?  

1. How do principals perceive that their daily tasks align with the best 

practices identified through the NCSSE? 

2. How do perceptions of preparational experiences differ among principals 

who lead elementary, middle, and high schools? 

3. What additional support could have been beneficial to assist with 

administrator preparedness that is aligned with the seven standards in the 

NCSSE? 

Methodology  

The mixed methods design of the study gave me the information needed to 

capture the beliefs and perceptions of current school principals’ abilities to lead within 
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the seven primary NCSSE. I used a survey and interview questions, located in Appendix 

C and Appendix D respectively, to gather multiple data points to strengthen the research. 

The intended purpose of the sequential mixed methods design was for the qualitative 

interview responses to explain in more detail the quantitative survey responses.  

 The survey (Appendix C) included 21 items in which participants were asked to 

rate the degree to which they experienced each task/responsibility as a school principal. 

All seven of the primary standards were represented in the survey, each having three 

specific items that aligned with each standard. The interview portion of the research 

consisted of seven predetermined questions that helped identify trends and themes 

regarding the leadership capabilities and perceived preparational experiences of school 

principals. The questions also gave me a chance to assess current needs regarding our 

district’s professional development so appropriate steps can be taken to strengthen the 

professional growth opportunities provided to assistant principals and principals.  

Overview of Survey Responses 

 The survey portion of the research was completed by all 15 participants, each 

completing a 21-item survey in which principals were asked to rate their level of 

agreement for each statement in the survey using a 5-point Likert scale. The points on the 

scale directly corresponded with the frequency with which they felt they experienced the 

stated task or responsibility as a school principal. The response options that principals 

were given included (1) almost never, (2) seldom, (3) sometimes, (4) frequently, and (5) 

almost always. The statements within the survey directly relate to the practices identified 

in the seven primary executive standards.  

 Two standards, cultural leadership and micropolitical leadership, produced the 
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highest average response using the Likert scale. The average, or mean response rate, was 

4.53 for the micropolitical leadership standard and 4.42 for the cultural leadership 

standard. These data indicate that principals operate frequently to almost always within 

these two standards. Although the mean for cultural leadership as a whole was slightly 

behind the micropolitical standard, two items within the cultural standard had the highest 

mean score of the 21 total items in the survey. Item 3(a), created a collaborative team 

work environment, had a mean response score of 4.67, with 67% of principals indicating 

they almost always create a collaborative team work environment. Item 3(b), 

communicated positive values about school, teaching, and professional growth while 

using a shared vision to establish strong school identity, had the second-highest mean 

response score of 4.60, with 60% of principals agreeing they almost always operate 

within that particular element.  

 The three items within Standard 7, micropolitical leadership, followed with an 

average response score of 4.53 for each item. Sixty percent of participants almost always 

experience tasks associated with Element 7(a), actively engaged with staff and students 

while maintaining visibility in classrooms and at extracurricular events, and 53% of 

principals almost always work within Elements 7(b), collaborated with the School 

Improvement Team to lead in school-wide decision-making, and 7(c), provided 

opportunities for which voices of staff members were heard and respected. 

 Standard 4, human resource leadership, had the lowest mean response score of the 

seven standards with a score of 3.93. Specifically, the lowest-ranked item within the 

survey came from Element 4(c), established structures and models for professional 

development, continuous learning, and new teacher support. This particular element had a 
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mean response score of 3.47, with 67% of principals indicating they sometimes 

experience this particular element in their work as a school leader. The second-lowest 

ranking item was 1(a), spearheaded major initiatives and created systematic review 

processes. This item had a mean response score of 3.67, and 40% of principals indicated 

that they operate within the particular element some of the time.  

Table 3 provides detailed information for each of the 21 items in the survey, 

including the lowest (min) and highest (max) Likert scale scores, the average score, or 

mean (M) for each item, and the standard deviation (SD) for each item. The items are a 

reflection of how current principals perceive their daily tasks and responsibilities align 

with the seven NCSSE.  
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Table 3 

Item Analysis of Tasks Performed 

Task Min Max M SD 

Spearheaded major initiatives and created systemic review 

processes. 

 

3 5 3.67 0.62 

Facilitated the implementation of the School Improvement 

Team 

 

2 5 4.27 0.88 

Took the lead in distributing leadership roles among staff 

 

3 5 4.13 0.64 

Facilitated conversations about curriculum, instruction, and 

assessment 

 

2 5 4.20 0.86 

Provided staff feedback through formal and informal 

observations 

 

3 5 4.40 0.74 

Identified student needs and provided innovative tools and 

programs to meet them 

 

2 5 3.80 0.77 

Created a collaborative "team" work environment 

 

4 5 4.67 0.49 

Communicated positive values about school, teaching, and 

professional growth, while using a shared vision to establish 

strong school identity 

 

4 5 4.60 0.51 

Actively supported traditions that were culturally responsive 

 

3 5 4 0.53 

Used data from Teacher Working Conditions survey to lead 

in maintaining a nurturing work environment 

 

3 5 4.13 0.64 

Assigned teachers to courses that reflect their instructional 

strengths 

 

2 5 4.20 0.86 

Established structures and models for professional 

development, continuous learning, and new teacher support 

 

3 5 3.47 0.74 

Collaborated to ensure balanced budget to support school 

community 

 

4 5 4.33 0.49 

Interviewed and recommended quality teachers who met 

school needs 

 

3 5 4.40 0.74 

 

(cont.) 
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Task Min Max M SD 

Collaborated to develop master schedule with focus on 

student success 

 

3 5 4.27 0.70 

Implemented protocols to ensure compliance of all local, 

state, and federal mandates 

 

4 4 4.33 0.49 

Advocated on behalf of the school and shared 

accomplishments in the district and community 

 

3 5 4.07 0.70 

Created a system of shared responsibility with stakeholders 

 

3 5 3.93 0.70 

Actively engaged with staff and students while maintaining 

visibility in classrooms and at extracurricular events 

 

3 5 4.53 0.64 

Collaborated with the School Improvement Team to lead in 

school-wide decision-making 

 

4 5 4.53 0.55 

Provided opportunities for which voices of staff members 

were heard and respected  

4 5 4.53 0.55 

  

The mean of a data set, commonly known as the average, is calculated by adding 

all scores for each item and dividing by the total number of responses. The mean is 

important because it gives one value that represents an entire data set and can give 

readers an idea of what the average response was for all participants (Cherry, 2022). The 

lowest mean score within the 21-item survey was 3.47, indicating that principals spent 

some of the time to a frequent amount of working within the responsibilities or tasks 

within that standard. The highest mean score within the survey was 4.67, indicating that 

participants operate within that standard a frequent amount of the time to almost all of 

their time. Because the lowest mean score was 3.47, all 21 items within the survey, which 

are all linked to the seven primary NCSSE, should be considered important in the work of 

principal preparation, as administrators indicated they spent at least some of their time 

operating within all standards.  
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The standard deviation of each item was also calculated to show the variability 

within the responses. A lower standard deviation indicates that all responses were 

clustered close together and were relatively consistent among participants. A higher 

standard deviation indicates that responses were further from the mean and not as 

consistent among all participants (Frost, 2022). Because the survey used a Likert scale 

from 1 to 5, a standard deviation score higher than 1 would mean a greater variability 

between responses. The highest standard deviation represented in the data set was .88, 

indicating that all responses for the 21-item survey were relatively consistent among 

participants.  

The data collected from the survey are a reflection of the amount of time 

principals spend operating within the specified elements of the executive standards. The 

lowest mean score of the 21-item survey was 3.47, which means that some of the time to 

a frequent amount of the time, principals operate within that element. There are three 

other elements that had a mean score of 3.67, 3.80, and 3.93. While these elements 

should be experienced regularly by school principals, they were the lowest four elements 

within the survey. The remaining 17 elements all had a mean score above 4, indicating 

that principals spend a frequent to almost all of their time operating in those standard 

elements. The focus of this research was to gather data that could inform the professional 

development efforts of aspiring school principals. To do that, I focused on the elements 

the principals stated they spend “frequent to almost all of their time” experiencing. Table 

4 shows the 17 items with a mean score above 4 and the percentage of principals who 

said they spent a frequent to almost all of their time operating within those standards.  
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Table 4 

Principal Tasks Experiences Frequently to Almost All of the Time 

North Carolina 

Executive Standard 

Percentage 

of principals 

Task experienced frequently or almost all of the 

time (response of >4.0) 

Strategic Leadership 87% 

 

Facilitated the implementation of the School 

Improvement Team 

 

Strategic Leadership 87% Took the lead in distributing leadership roles 

among staff 

 

Instructional 

Leadership 

87% Facilitated conversations about curriculum, 

instruction, and assessment 

 

Instructional 

Leadership 

86% Provided staff feedback through formal and 

informal observations 

 

Cultural Leadership 73% Created a collaborative "team" work environment 

 

Cultural Leadership 100% Communicated positive values about school, 

teaching, and professional growth, while using a 

shared vision to establish strong school identity 

 

Cultural Leadership 86% Actively supported traditions that were culturally 

responsive 

 

Human Resource 

Leadership 

87% Used data from Teacher Working Conditions 

survey to lead in maintaining a nurturing work 

environment 

 

Human Resource 

Leadership 

87% Assigned teachers to courses that reflect their 

instructional strengths 

 

Managerial 

Leadership 

100% Collaborated to ensure balanced budget to support 

school community 

 

Managerial 

Leadership 

87% Interviewed and recommended quality teachers 

who met school needs 

 

Managerial 

Leadership 

87% Collaborated to develop master schedule with 

focus on student success 

 

External 

Development 

Leadership 

100% Implemented protocols to ensure compliance of all 

local, state, and federal mandates 

(continued) 
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North Carolina 

Executive Standard 

Percentage 

of principals 

Task experienced frequently or almost all of the 

time (response of >4.0) 

External 

Development 

Leadership 

80% Advocated on behalf of the school and shared 

accomplishments in the district and community 

 

Micropolitical 

Leadership 

93% Actively engaged with staff and students while 

maintaining visibility in classrooms and at 

extracurricular events 

 

Micropolitical 

Leadership 

100% Collaborated with the School Improvement Team 

to lead in school-wide decision-making 

 

Micropolitical 

Leadership 

100% Provided opportunities for which voices of staff 

members were heard and respected  

 

 All 17 of the items were experienced frequently to almost all of the time by more 

than 73% of participants. A minimum of 85% of principals agreed they spend a frequent 

amount to almost all of their time within 15 of the 17 elements. Four elements had a 

response rate of 100%, indicating that every principal who participated in the survey 

agreed they spent at least a frequent to almost all of their time experiencing the tasks 

associated with those particular standards and elements. The elements and standards that 

had 100% agreement were 

 Cultural Leadership: communicated positive values about school, teaching, 

and professional growth, while using a shared vision to establish strong school 

identity 

 Managerial Leadership: collaborated to ensure balanced budget to support 

school community 

 Micropolitical Leadership: collaborated with the School Improvement Team 

to lead in school-wide decision-making 

 Micropolitical Leadership: provided opportunities for which voices of staff 
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members were heard and respected 

Table 5 summarizes the seven NCSSE in which principals agree they spent a 

frequent amount to almost all of their time experiencing the tasks associated with the 

particular elements in the standards.  

Table 5 

NCSSE and the Percentage of Participants Who Experience Them Frequently or Almost 

Always 

Executive standard Percentage of participants 

Micropolitical Leadership 97.70% 

Cultural Leadership 95.50% 

Managerial Leadership 91.10% 

External Development Leadership 84.40% 

Instructional Leadership 82% 

Strategic Leadership 78% 

Human Resource Leadership 68.80% 

 

The data presented in Table 5 are consistent with earlier findings that 

micropolitical and cultural leadership are the two standards in which most participants 

agreed they spend a frequent amount to almost all of their time. The percentages of 

participants who agreed with the items related to those standards were 97.70% and 

95.50% respectively. The two standards with the lowest levels of agreement were 

strategic leadership with 78% and human resource leadership with 68.80% of principals 

agreeing they spend a frequent amount to almost all of their time experiencing these 

standards. Of the 315 total item responses, there were only four responses that had an 

agreement level below 3 (sometimes) on the Likert scale. Those four responses garnered 

a Likert scale score of 2, indicating that principals who entered that response only seldom 

spend time operating in the respective elements within those standards. The elements in 
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which one participant indicated they seldom spend time were  

 1.b. facilitated the implementation of the School Improvement Team 

 2.a. facilitated conversations about curriculum, instruction, and assessment 

 2.c. identified student needs and provided innovative tools and programs to 

meet them 

 4.b. assigned teachers to courses that reflect their instructional strengths 

Although 98.7% of total responses indicated that principals spent at least some of 

their time operating within all 21 elements and seven standards, 1.3% of total responses 

showed that a principal seldom spent time operating within four of the 21 elements. The 

data support that professional development for assistant principals should be focused on 

the seven primary NCSSE. This information also proved valuable to the school district as 

it supports current principals. The survey analysis was used in conjunction with the 

interview responses to help answer the research questions. The same 15 participants from 

the survey also agreed to complete the interview portion of the research.  

Overview of Interview Responses 

 Each participant received the same seven interview questions, and all interviews 

were recorded using Google Meet. Transcriptions of each interview were used to better 

identify themes within the responses. Some of the questions were more direct than others 

in an effort to obtain specific answers, particularly as they related to principals’ perceived 

ability to carry out the executive standards. Other questions were asked in a way that 

gave respondents the ability to give a wide range of answers. The subsequent paragraphs 

provide an overview of the responses and themes identified from the responses.  
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Interview Question 1: What experiences do you feel have been most beneficial in your 

professional growth as a school administrator?  

 I asked this question to all principals who participated in the interview portion in 

an effort to gain a better understanding of what impacts their professional growth the 

most. There were three themes that were identified and coded with a significantly high 

frequency and stood out among other responses. Experiential learning was coded 24 

times throughout the responses to this question and was presented by 100% of the 

participants as having been one of the most beneficial experiences to their professional 

growth. Different types of experiential learning varied among participants. Some noted 

that experiences they were given as an assistant principal drastically supported their 

transition to the principalship. Others attributed pre-administrative experiences to their 

ability to serve as a principal, and others valued the experiences they received as a 

principal as the most beneficial to their professional growth. One participant noted that 

the opportunity to make mistakes as an assistant principal through experiential learning 

and receiving feedback from their mentor principal was important because they were able 

to process those mistakes as a team.  

 Five participants added that collaboration was also an important component of 

their growth as a school administrator. The opportunity to work through situations 

together provided the chance to be vulnerable and problem solve with professionals who 

experience similar situations. Six participants added that professional development was 

also important to their professional growth and development. Specifically, the principals 

noted professional development that incorporated collaboration and experiential learning 

components yielded higher benefits to their professional growth. Having the opportunity 
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to implement strategies and content covered in the professional development offered a 

risk-free environment to make mistakes and grow professionally.  

Interview Question 2: Of the seven primary Standards for North Carolina School 

Executives, which standards do you feel most confident in implementing, and why?  

 Question 2 was direct, with the intent of gaining a better understanding of the 

standard(s) principals felt the most comfortable implementing, and why. Of the seven 

executive standards, four emerged with the highest frequency codes. Instructional 

leadership, cultural leadership, human resource leadership, and managerial leadership 

stood out as areas in which the majority of principals felt comfortable implementing. Six 

principals, five from the elementary level and one from the middle school level, indicated 

that instructional leadership was an area in which they felt comfortable navigating. 

Standard 2, cultural leadership emerged as another standard in which seven principals felt 

confident in their abilities. Of those seven, four served at the elementary level, one at the 

middle school level, and two at the high school level.  

Human resources leadership was another standard that rose to the top, with seven 

principals indicating they feel confident in their leadership abilities in regard to human 

resource leadership. Four of these administrators served at the secondary level and three 

at the elementary level. Lastly, the managerial leadership standard was identified by six 

principals as being a standard they felt confident implementing. Only one elementary 

principal selected this standard, whereas five of the six secondary principals who 

participated in the study indicated this was a strength of theirs. Strategic leadership was 

also recognized by four principals as being an area of confidence.  

 Another theme that was consistent in the responses to Question 2 was how prior 
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experiences, whether at the assistant principal level or experience prior to administration, 

played a large role in developing their leadership capacity. Principals noted that 

experiential learning opportunities given to them as assistant principals played a large 

role in their ability to carry out the standards as a principal. If they did not receive direct 

experience, they were at least included and mentored through specific situations within 

the standards that facilitated their growth and confidence to implement the standards as a 

principal. Other principals expressed that their experiences prior to administration 

impacted their ability to lead. Specifically, experience as a classroom teacher and 

instructional coach drastically impacted the ability of several elementary principals to 

lead instruction within their schools. Several other secondary principals noted their 

experience in coaching assisted in their ability to understand cultural leadership at a 

higher level.  

Interview Question 3: Of the seven primary Standards for North Carolina School 

Executives, which standards do you feel you need the most support, and why? 

 Four standards were identified as areas in which principals indicated they felt they 

need more support. Strategic, instructional, managerial, and external development 

leadership standards were recognized as standards principals did not feel as confident in 

their ability to implement. Specifically, responsibilities involving the School 

Improvement Team and working with stakeholders to establish a mission, vision, and 

goals, and an implementation plan are areas in which some principals need support.  

 Instructional leadership was also identified as a standard in which principals 

needed more support. All seven principals who responded in this manner worked at the 

secondary level or spent a significant amount of their pre-administrative experience at the 
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secondary level. All seven respondents indicated that the transition from secondary to 

elementary was challenging because of the vast differences in curriculum and 

instructional practices and that they lacked sufficient experience or training in this area 

prior to becoming a principal.  

 Managerial leadership was also a standard identified in which some principals did 

not feel confident. Specifically, the budget component of managerial leadership was an 

area where some principals did not feel as confident and stated they had not been 

included in budget training prior to becoming a principal. Understanding the budget 

codes, fund types, and restrictions was more difficult to learn than anticipated. 

Additionally, the sheer volume of things to manage as a principal was identified as being 

an area in which focus and support should be given as it relates to creating rules, 

protocols, and procedures to effectively operate. 

 Lastly, external development was an area in which support was requested. The 

focus was not on developing relationships with community members or parents, but 

rather on how to engage them formally in the school. Creating avenues for parents to be 

involved in the School Improvement Team, Parent Teacher Organization, or other 

organizations within the school was identified as an area of support, as well as how to 

incorporate them into the decision-making process.  

Interview Question 4: Which executive standards do you feel are most important for 

the success of a first-year principal, and why?  

 All participants in this survey were at one point in time a first-year principal. I 

asked each participant what standards they felt are needed to ensure success as a first-

year principal. Ten of the 15 participants indicated that cultural leadership should be a 
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priority for first-year principals. Many principals stated that the school culture has to be 

right before any of the elements from the other standards can be implemented. Having the 

ability to assess the culture and identify what small changes, if any, need to be made in 

order to bring collaboration, collegiality, trust, and a team atmosphere to the school is 

vital, according to principals. Understanding what the school community values and 

trying to preserve those values and traditions while also making necessary incremental 

changes are key to the success of a first-year principal.  

  Other standards that were identified as necessary for the success of a first-year 

principal include the instructional, human resource, and managerial leadership standards. 

From an instructional leadership standpoint, ensuring that first-year principals have a 

process in place to monitor classroom instruction and are able to provide support to 

struggling teachers is important. Having procedures in place to support PLCs, data 

analysis, and instructional planning can help first-year principals start on a solid 

foundation. Also, it was noted that establishing instructional priorities as a new principal 

sets the tone for the instructional direction for years to come.  

 Human resource leadership was identified as another priority standard for new 

principals. All seven principals who identified this standard referenced the ability of a 

first-year principal to build relationships and empower staff through their trust and 

confidence in them as important for their success. Lastly, managerial leadership was 

noted as a priority standard for first-year principals. From the responses, it is evident that 

the ability to develop routines, procedures, and systems to help with the number of tasks 

principals are required to manage is crucial. One principal noted that without proper 

routines and protocols, chaos will ensue.  
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Interview Question 5: What experiences, related to the Standards for North Carolina 

School Executives, do you wish you would have had as an assistant principal that 

would have better prepared you for the principalship?  

 Question 5 prompted principals to reflect on their preparation as an assistant 

principal and their professional capacity as a principal. Because principals have spent 

time as an assistant and now the lead principal, I felt it was beneficial to find out what 

experiences would have better prepared them for the transition to the principal role. Three 

standards were identified: strategic leadership, instructional leadership, and managerial 

leadership. 

 Regarding strategic leadership, six principals noted that having more experience 

with facilitating the school improvement process, establishing long-range goals, and 

building a collective vision would have been beneficial to their transition. From the 

instructional standpoint, having more experience leading PLCs, facilitating instructional 

conversations, and analyzing data would have proved beneficial. Lastly, training on 

school finance and budget rose to the top as I spoke to principals about experiences that 

would have helped their transition. Participants noted that their mentor principal at the 

time had control over these items and gave very little responsibility or even exposure to 

them as they served as an assistant principal.  

Interview Question 6: Please share any other information regarding your 

preparational experiences as an assistant principal as it relates to the ability to carry 

out the NCSSE.  

This open-ended question was designed to gain information on preparational 

experiences as it relates to the ability to carry out the NCSSE. Two standards stood out in 
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the responses: instructional leadership and managerial leadership. Particularly, in regard 

to managerial leadership, budget and financial management was the major focus. 

Additionally, experiential learning was coded 20 times in this one response, which was 

the highest of any other code frequency.  

 Principals were clear that the most effective way to learn and build capacity 

within the NCSSE is simply to have a broader range of experiences that include 

instructional and financial components. Many principals stated that the time spent as an 

assistant principal was focused on discipline, testing, and transportation. Only a few 

principals stated their experience as an assistant principal was all-encompassing and 

included exposure to all standards.  

 Elements in which principals stated they feel confident in implementing were 

attributed to their experiences as an assistant principal. For example, one participant 

noted that his experience in leading summer school contributed to his confidence in 

handling scheduling and logistics at the school in which he currently serves. Likewise, 

experience with discipline and communicating with parents on discipline matters helped 

one principal build skills to successfully deal with confrontation. Another principal 

concluded that her experience as an intern and assistant principal equipped her to lead 

instruction as a first-year principal.  

 On the contrary, one principal clearly stated that his lack of experience and 

exposure to the budget caused him to struggle when navigating Title I funds and the 

restrictions that come with that particular fund source. Another principal stated that he 

was never tasked with leading anything instructional as an assistant principal, and when 

he was a first-year principal, he struggled to lead instruction in his building because he 
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had not been given those experiences. From the responses, it was evident that quality 

experiences mattered when it came to how prepared these principals felt to operate within 

the seven primary NCSSE.  

Interview Question 7: What other information would you like to share regarding the 

preparation of assistant principals?  

 Question 7 was also open-ended and gave participants the ability to share 

information regarding principal preparation that was not necessarily tied to the executive 

standards. Two themes, experiential learning and collaboration, were prominent in 

responses. Providing assistant principals with opportunities to collaborate with principals 

and district leaders in district-wide leadership meetings and professional development 

was recommended. Moreover, providing opportunities for assistant principals to 

collaborate with each other was mentioned as another way to increase preparation efforts 

of future principals.  

 As previously mentioned, experiential learning was identified as a necessary 

function to adequately prepare future principals. Specifically, assigning specific projects 

to assistant principals that fall out of their ordinary responsibilities would be beneficial, 

along with providing coaching and feedback. Assistant principals need to be given larger 

tasks they can “own” and be allowed to make mistakes and even struggle through the 

implementation efforts. Participants understood that some responsibilities fall on the 

school principal and no one else. However, they were also quick to suggest that even 

when situations arise in which the principal takes the lead, assistants should receive 

exposure to the issue at hand. According to principals, it is important to talk through 

problems and let assistant principals see the decision-making processes that are used.  
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 Pertaining to experiential learning, principals noted that it is important to give 

assistant principals exposure to different grade spans as a school administrator. While no 

participants stated that shuffling principals regularly in order to provide an array of 

experiences was necessary, they did state how beneficial it would be to have had the 

opportunity to serve at different grade levels. Specifically, respondents noted that having 

an opportunity to lead summer school or spending time assisting with back-to-school 

planning for a different grade span would have been valuable. Lastly, there are two 

nontraditional schools in our school system, one early college high school and one 

alternative school. Several principals suggested providing opportunities for assistant 

principals to learn more about those particular schools since their program delivery is 

vastly different from that of a traditional setting. In summary, providing learning 

experiences that are centered on all seven executive standards and the elements within 

them would pay significant dividends for assistant principals as they transition to the 

principalship.  

Summary of Themes 

 Table 6 provides a summary of the themes identified in each interview question as 

it relates to principals’ perceptions of preparational experiences for assistant principals. 

The table also includes themes regarding perceptions of their own ability to lead within 

the seven primary NCSSE and what they attribute to their professional growth.  
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Table 6 

Overview of Interview Questions and Corresponding Themes 

Interview questions Emerging themes 

1. What experiences do you feel have 

been most beneficial in your 

professional growth as a school 

administrator? 

 Experiential learning opportunities that included coaching and 

feedback. 

 Collaboration with other principals who have been through 

similar experiences.  

 Professional development that incorporates collaboration and 

experiential learning opportunities. 

 

2. Of the seven primary Standards for 

North Carolina School Executives, 

which standards do you feel most 

confident in implementing, and why? 

 Instructional leadership – primarily noted more in elementary 

principals 

 Cultural Leadership 

 Human resource leadership 

 Managerial leadership – seen more in secondary principals 

 Prior experiences were attributed to the confidence in 

implementing the standards listed above. 

 

3. Of the seven primary Standards for 

North Carolina School Executives, 

which standards do you feel you need 

the most support, and why? 

 Strategic leadership – organizing the School Improvement 

Team and establishing mission, vision, and long-range goals 

and implementation plan. 

 Instructional leadership – focus on secondary principals 

primarily. 

 Managerial leadership – budget, school finance, and sheer 

volume of things to manage. 

 External development leadership – parental and community 

engagement in the school improvement process. 

 

4. Which executive standards do you 

feel are most important for the success 

of a first-year principal, and why? 

 Cultural leadership – ensuring an environment of trust, 

collaboration, and preserving values of the school community. 

 Instructional leadership – establishing instructional priorities 

and processes to support PLCs, data analysis, and instructional 

planning 

 Human resource leadership – building relationships and 

empowering staff through trust, confidence, and support.  

 Managerial leadership – develop routines and procedures to 

assist with the number of tasks that principals are responsible 

for.  

 

5. What experiences, related to the 

Standards for North Carolina School 

Executives, do you wish you would 

have had as an assistant principal that 

would have better prepared you for the 

principalship? 

 

 Strategic leadership – school improvement process, long-range 

goals, and building collective vision. 

 Instructional leadership – PLCs, instructional conversations, 

and data analysis. 

 Managerial – budget and school finance.  

 

6. Please share any other information 

regarding your preparational 

experiences as an assistant principal as 

it relates to the ability to carry out the 

North Carolina Standards for School 

Executives. 

 

 Experiential learning – directly relates to capacity to lead 

within the respective standards; more focus on instructional 

and managerial leadership. 

 Lack of experience and exposure can cause incapacity to lead 

effectively within those respective standards 

 

(continued) 
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Interview questions Emerging themes 

7. What other information would you 

like to share regarding the preparation 

of assistant principals? 

 More experiential learning – need a broader range of 

experiences that encompass all seven NCSSE.  

 Exposure to other grade spans 

 Collaboration with district leaders, current principals, and 

colleagues across the district. 

 

Connection to the Research Questions 

 The data collected from the survey and interview responses were gathered to 

assist in answering the following research questions on principal preparation. Below you 

will find the primary research question and Sub-Questions 1, 2, and 3, along with 

answers to each question based on the findings. The following questions were established 

to support the purpose of this study. The sub-questions provided additional information 

as I sought answers regarding what preparatory experiences are needed for school 

leaders. 

Research Question: What changes in preparatory experiences need to occur for a 

successful transition from the assistant principal to the principal role?  

 Participant responses from the survey and interviews provided valuable 

information regarding specific preparatory experiences needed to ensure a successful 

transition to the principalship. All 21 items within the survey yielded a mean score of 

3.47 or higher, indicating that principals spend at least some of their time operating 

within all seven executive leadership standards. Responses from 17 of the 21 items 

indicated that principals spent at least a frequent amount of time experiencing tasks 

associated with those particular standards. From the data, it is evident that preparational 

experiences that embody all seven standards are necessary for the development of future 

principals.  

 Providing experiential learning opportunities for assistant principals was a 
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common theme in the interview responses. Specifically, allowing assistant principals to 

take ownership of projects that fall out of their prominent skillset can provide growth 

opportunities needed to build their leadership capacity. These opportunities should align 

with all seven standards, however, exposure to strategic (School Improvement Team, 

long-term planning), instructional (PLCs, data analysis), and managerial (budget, 

procedures) learning opportunities were identified as focus areas for assistant principal 

development.  

Sub-Question 1: How do principals perceive that their daily tasks align with the best 

practices identified through the NCSSE? 

 Principals were asked to rate their level of agreement regarding the frequency in 

which they experience the stated task or responsibility listed. Principals completed a 21-

item survey using a 5-point Likert scale. The response options that principals were given 

included (1) almost never, (2) seldom, (3) sometimes, (4) frequently, and (5) almost 

always.  

 Results from the survey indicated principals perceive their daily tasks and 

responsibilities align with the seven executive standards a significant amount of time. 

When considering there are seven standards, no standard had a mean score below 3.47, 

which meant principals spent some to a frequent amount of their time operating within 

the seven standards and elements. Seventeen of the 21 elements had a mean score above 

4, meaning they perceive they spend a frequent to almost all of their time working within 

the tasks and responsibilities of those 17 elements. There was only one standard that had 

a mean score less than 4, human resources leadership, indicating principals spent some to 

a frequent amount of their time within the responsibilities and tasks aligned with that 
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standard. Although the mean score for the human resource standard was below 4, two of 

the three elements within that standard had a mean score above 4. 

 The two standards with the highest mean score were micropolitical leadership 

(4.53) and cultural leadership (4.42). Overall, the data suggest that principals perceive 

their daily tasks align with the best practices identified through the NCSSE frequently to 

almost all of the time. The data suggest that professional development for assistant 

principals should be aligned with all seven of the NCSSE in order to ensure a successful 

transition to the principalship.  

Sub-Question 2: How do perceptions of preparational experiences differ among 

principals who lead elementary, middle, and high schools? 

 Regarding the qualitative survey findings, there was no significant difference in 

the mean responses between elementary, middle, and high school, or between elementary 

and secondary participants. Results from the interviews, however, indicated some 

variance. Based on interview responses, elementary principals feel more confident in 

implementing Standard 2, instructional leadership, than their colleagues at the middle or 

high school levels. Conversely, secondary principals feel more confident implementing 

Standard 5, managerial leadership, than elementary principals.  

 Data supports the need for more preparational opportunities around instructional 

leadership for those with a background in secondary education. There is no noted 

difference in perceptions of preparational experience outside of the instructional 

leadership standard. Many principals, regardless of the level at which they serve, share 

similar perceptions regarding preparational experiences.  
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Sub-Question 3: What additional support could have been beneficial to assist with 

administrator preparedness that is aligned with the seven standards in the NCSSE? 

 Principals were clear in their interview responses that more experiential learning 

opportunities that align with strategic leadership, instructional leadership, and managerial 

leadership would have better prepared them for the principalship. Moreover, 

understanding the school improvement and long-range planning processes would have 

been beneficial to their preparedness. Understanding how to lead PLCs, instructional 

conversations, and data analysis, as well as having additional knowledge of the budget 

and school finance portion of managerial leadership, would have proven valuable to their 

transition.  

 Throughout the professional development of all executive standards, principals 

noted how important collaboration and experiences were to the development of assistant 

principals. Participants stated they were often relegated to certain tasks, primarily 

discipline, testing, and transportation, and that having a wider variety of experiences 

would have impacted their ability to lead the seven standards as a first-year principal. 

Additional opportunities to collaborate with colleagues and other administrators were 

also noted as something that would have benefited their professional growth.  

Summary of Findings  

 Chapter 4 provided a detailed overview of the research findings, which included 

two parts, a 21-item survey and responses to seven interview questions. Each item within 

the survey was directly aligned with one of the seven standards for school executives. 

The survey was designed to gather principal perceptions regarding how much of their 

daily tasks and responsibilities align with the seven NCSSE. The interview questions 
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were intended to gain perspectives on the confidence levels of principals to implement 

the respective standards, as well as learn more about what they felt contributed to their 

ability to serve as school principals. Participants provided valuable feedback regarding 

specific professional development experiences that are needed to ensure a successful 

transition from the assistant principal to the principal position.  

 Survey results revealed that principals spent a significant amount of their time 

operating within all seven of the NCSSE. While some standards yielded higher mean 

scores than others, all standards were deemed important to the operation and success of 

the school principal and were labeled as tasks regularly completed by principals. 

Interview findings concluded that collaboration and hands-on experiential learning is the 

most effective form of professional development. Providing assistant principals with the 

opportunity to take ownership and work through mistakes, with the support of the 

principal, is crucial to their development. Additionally, strategic, instructional, and 

managerial leadership are areas in which school districts need to focus to ensure a 

successful transition to the principal position. 

 The sequential mixed methods design used in this research was intended to use 

interview responses to help explain the quantitative responses in the survey. However, 

with further review, there is no significant connection to confidence, or lack thereof, in 

implementing any of the particular standards or the amount of time principals spend 

operating within them. Chapter 5 provides a summary of the research, highlighting 

significant findings, as well as offers a reflection, discussion of limitations, delimitations, 

and suggestions for further research.  
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Chapter 5: Discussion 

Introduction  

 The purpose of this study was to examine the perceptions of current school 

principals to determine how their daily tasks aligned with the NCSSE and to examine 

their perceived leadership capacity to implement the NCSSE in their respective schools. 

To accomplish this, principals participated in a two-part research study. Part 1 included a 

21-item survey that measured participants’ agreement with relevant statements regarding 

the execution of practices that aligned with the seven primary NCSSE. Participants used a 

5-point Likert scale to rate their level of agreement on the amount of time they spent 

operating within the tasks or responsibilities within each standard. The scale included 

five options: (1) almost never, (2) seldom, (3) sometimes, (4) frequently, and (5) almost 

always. All seven of the primary NCSSE were represented in the survey, each containing 

three items, for a total of 21 items. This portion of the research was important to ensure 

future professional development offerings for assistant principals align with the tasks and 

responsibilities school leaders experience regularly.  

 The second part of the research consisted of interviews with the same participants 

as Part 1. Each participant was asked seven interview questions pertaining to their 

confidence to implement the seven executive standards, as well as other questions 

regarding prior experience as an assistant principal and overall perceptions related to 

principal preparation. While some questions directly related to preparation efforts 

regarding the NCSSE, some questions provided an opportunity for participants to share 

their individual perceptions and insights regarding leadership development.  

 There were 15 participants who took part in the survey. All of them were school 



96 

 

 

 

leaders serving as the lead principal in their respective schools, all located in a small rural 

school district in northwest North Carolina. Participants were selected because of their 

knowledge and understanding of the topic and their prior experience serving in the 

assistant principal role before transitioning to the principal position. Of the 15 

participants, nine worked at the elementary school level, two worked at the middle school 

level, and four were principals at the high school level.  

 One research question along with three sub-questions provided a structure for 

both components of the research design. The research questions that guided this study 

were as follows: 

What changes in preparatory experiences need to occur for a successful transition 

from the assistant principal to the principal role?  

1. How do principals perceive that their daily tasks align with the best 

practices identified through the NCSSE? 

2. How do perceptions of preparational experiences differ among principals 

who lead elementary, middle, and high schools? 

3. What additional support could have been beneficial to assist with 

administrator preparedness that is aligned with the seven standards in the 

NCSSE? 

Responses from the survey and interview questions helped answer the research questions 

and provided data to guide the district’s professional development efforts. The 

subsequent paragraphs summarize the themes and findings from the survey, and 

interview portions of the study informed those answers and overall conclusions to the 

research.  
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Summary of Research 

 There were 21 total items included in the survey (Appendix C), representing all 

seven of the primary NCSSE. The mean response scores for all items ranged from 3.47 to 

4.67, concluding participants felt they regularly experienced tasks and responsibilities 

related to all 21 items at least some of the time to almost always. The response rates 

indicated all seven standards and 21 elements are significant to the role of the school 

principal; thus, quality professional development should be in place since aspiring 

principals can expect to spend a large portion of their time operating within those 

elements.  

 The cultural and micropolitical leadership standards had the highest mean 

response scores of 4.53 and 4.42 respectively, signifying principals spend a frequent 

amount to almost all of their time completing tasks and responsibilities within those two 

standards. When examining all seven standards as a whole, the lowest mean score for a 

standard was 3.93, the human resource leadership standard. Although this standard had 

the lowest mean score, it still fell within a range indicating it was a regular responsibility 

for principals. NCDPI and NCSBE (2008) established the executive leadership standards 

as best practices for school administrators to guide their day-to-day work within schools 

to ensure the best possible student outcomes. The executive standards are intended to 

serve as a framework for school leaders and, based on survey results, are consistently 

aligned with the tasks school principals experience regularly.  

 Additional data from the survey revealed that while there was a slight variance in 

responses, most principals had similar views on how they spent their time. The standard 

deviation for all responses was .66, indicating that responses were quite similar 
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throughout the survey portion of the study. A standard deviation above 1 would have 

indicated there was greater variability within the responses. Of the 315 total item 

responses by principals, 85.3% of the responses suggested school leaders spend a 

“frequent amount to almost all” of their time completing tasks and responsibilities related 

to the seven standards. Additionally, 13.3% of responses indicated principals spent at 

least some of the time functioning within the seven NCSSE. These data are significant 

and are consistent with the framework North Carolina school leaders are expected to 

follow.  

 The intent of the interview questions was to provide additional data to enhance 

the district’s professional development efforts of assistant principals to support the 

transition to the principalship. Each participant was asked the same seven interview 

questions (Appendix D); all centered on their perceived leadership ability to implement 

the NCSSE, as well as their thoughts on leadership development and prior experiences to 

which they attributed to their professional growth. The responses allowed me to identify 

themes and trends that contributed to the goal of the research.  

 Experiential, hands-on learning opportunities emerged as a beneficial professional 

growth opportunity many principals attributed to their current ability to lead. As 

Cunningham et al. (2018) suggested, professional learning experiences equip school 

leaders with tools to lead the challenges schools regularly face. Principals in this study 

confirmed this idea by concluding that experiences played a significant role in their 

transition to the principalship. All participants indicated their assistant principal 

experiences were vital to their transition to the principalship; however, participants I-2,  

I-4, I-8, I-9, I-12, I-13, and I-14 noted prior experience as a teacher or coach was also 
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valuable. Participants I-2, I-3, I-6, I-7, I-8, I-11, I-12, and I-13 felt the areas in which they 

were given the most responsibility as an assistant principal were the same leadership 

areas they felt confident in as a first-year principal. These responsibilities were 

instructional and managerial in nature.  

Collaboration was also critical for the growth of school principals. As Portin et al. 

(2003) affirmed, all schools need structures in place to promote collaboration. Whether 

the partnerships included colleagues across the district, leadership at the central office, or 

interactions with mentor principals, having the ability to collaborate with other 

professionals broadens principal perspectives and increases their capacity to lead. 

Participants I-1, I-2, I-4, I-10, I-11, and I-15 commended the district on the time set aside 

for collaboration and advocated for more time to grow together as professionals. Two 

principals, I-8 and I-15, also noted professional development, particularly when 

combined with an experiential component, played a major role in their ability to lead 

effectively.  

 Instructional leadership, cultural leadership, human resources leadership, and 

managerial leadership stood out as areas principals felt confident implementing. It is 

important to note elementary principals felt more confident implementing the tasks and 

responsibilities associated with instructional leadership than secondary principals. 

Specifically, Participants I-2, I-7, I-8, I-9, and I-15 are all elementary principals and 

concluded instructional leadership was an area in which they felt most confident. 

Participant I-1 also felt most confident in the instructional leadership standard, and 

although a secondary principal, they had significant elementary experience as a teacher 

and assistant principal prior to becoming a principal. Secondary Principals, I-3, I-5, I-6,  
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I-12, and I-13 felt more comfortable, in general, operating within the managerial 

standard. Elementary Principal I-2 also noted managerial leadership as an area of 

confidence; however, they spent a significant amount of time at the secondary level prior 

to becoming an elementary principal. There was no significant difference in regard to 

cultural or human resource leadership responses between elementary, middle, and high 

school principals.  

 Four standards were identified as areas in which principals needed more support: 

strategic leadership, instructional leadership, managerial leadership, and external 

development leadership. Seven principals, I-3, I-5, I-6, I-9, I-11, I-12, and I-14, noted 

instructional leadership was an area they did not feel confident leading, and all of them 

served at the secondary level or spent a significant amount of time at the secondary level 

prior to becoming a principal. Fullan (2018) suggested the principal should be able to 

lead teaching and learning in their buildings in order to promote ongoing advancement. 

Instructional leadership development should be a focus for school principals.  

As it relates to strategic leadership, several principals did not feel confident 

leading the school improvement process or establishing a long-range vision for their 

school. Specifically, Participants I-2, I-7, I-9, and I-15 indicated this was an area they did 

not feel fully capable leading within their respective schools. Schmoker (2016) and 

Hughes et al. (2014) were clear that distributing leadership across an organization 

through strategic, collaborative planning dramatically impacted long-term success. 

Moreover, the time spent implementing actionable steps of the long-term strategic plan 

was even more important. From a managerial standpoint, 53% of participants shared their 

concerns regarding the lack of preparation to adequately lead school finance and 
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budgetary issues. In contrast, one participant, I-10, stated their mentor principal included 

them in every budget meeting and taught them skills necessary to navigate budget and 

school finance. Those experiences positively impacted their ability to lead this 

managerial leadership element with confidence when they transitioned to the principal 

role. Lastly, external development was listed primarily due to principals’ lack of 

knowledge and skills to effectively incorporate parents and community members in the 

school improvement process. Several principals, Participants I-2, I-12, I-13, and I-15, 

shared that they struggle implementing formal opportunities to engage parents and the 

community as much as they would like.  

 Cultural leadership was identified by over 65% of participants as being the most 

important standard for first-year principals. The ability of novice principals to assess and 

value cultural norms is critical as they attempt to make their own mark on the school’s 

culture. Additionally, implementing a school culture that is positive and inviting and 

centers on collaborative practices involving students, staff, parents, and the community is 

critical for first-year principals (Shafer, 2018). Principal I-12 stated that if a school’s 

culture is not right, no other standard implementation efforts will be fully realized. If 

implemented correctly, cultural leadership would lay a solid foundation to successfully 

implement all other standards.  

 To conclude the findings summary, it should be noted principals placed a 

premium on experiences received prior to taking the principal position. From my 

interview conversations, all participants concluded a relationship exists between the 

experiences of an assistant principal and their ability to lead within the seven primary 

NCSSE as a principal. Regardless of what standard(s) principals felt most confident in, 
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they attributed their confidence to their preparational experiences. These findings are 

consistent with the GriffinJordan (2021) study, which concluded assistant principal 

experiences positively impact an assistant principal’s readiness to transition to the 

principal position. 

Implications for Practice  

 The purpose of this study was to analyze the perceptions of school principals to 

conclude how their daily tasks and responsibilities aligned with the NCSSE and to 

examine their perceived leadership capacity to implement the NCSSE. The data gathered 

also informed appropriate professional development for assistant principals to ensure 

their transition to the principalship is successful. According to NCDPI and NCSBE 

(2008), school administrators in North Carolina are equipped with a framework that 

incorporates seven practicable standards to guide the daily work of principals and 

assistant principals. Through the study, I was able to determine how the tasks and daily 

responsibilities of these seven standards actually align with the daily tasks and 

interactions of school principals. Additionally, I gained a better understanding of how 

preparational experiences influenced the transition to the principalship.  

 Principal turnover is on the rise, with approximately one of every five schools 

welcoming a new principal each year (Levin et al., 2019). As Santelli (2018) suggested, 

turnover rates are increasing partly because formal training programs alone do not 

prepare administrators for the demands principals will experience in the position. The 

demands are multifaceted and require a skillset of a transformational leader, not simply 

one who can manage the building (Bartoletti & Connelly, 2013). Most often, assistant 

principals are the ones transitioning into these principal vacancies; therefore, educational 
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leaders should ensure a successful transition for future principals by incorporating 

relevant professional development opportunities aligned with the experiences they will 

encounter as a principal. The subsequent sections include the implications for practice, 

paralleled with recommendations based on the study results. 

Professional Development 

The results of this study indicate principals operate within all seven primary 

executive standards on a regular basis, thus implying district professional development 

efforts should incorporate all seven standards and the associated practices and tasks. One 

hundred percent of participants in this study expressed a direct relationship between their 

preparational experiences prior to becoming a principal and the level of confidence they 

had to operate within the standards. Participant I-10, in particular, concluded while 

formal training and professional development helped prepare for the transition to the 

principalship, the daily tasks experienced on the job had a bigger impact on their 

readiness to lead. They added there are many things that happen daily that assistant 

principals cannot mimic through formal education and training.  

 Assistant Principal Institute. The first recommendation is to provide an assistant 

principal institute for all assistant principals in the district. As indicated in the research, 

the daily tasks and responsibilities principals’ experience aligned consistently with seven 

primary executive standards; however, the same is not true for assistant principals. 

Unfortunately, assistant principals do not traditionally receive the same experiences and 

are often limited to tasks that are managerial in nature (The Wallace Foundation, 2013).  

One hundred percent of principals in this study indicated that while they spent a 

routine amount of time operating within the seven primary standards, their time as an 
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assistant principal was quite different. Specifically, all 15 participants concluded that as 

assistant principals, they were often relegated to tasks they already felt comfortable with 

and aligned with their skill set. Therefore, if they were a strong manager and good at 

logistics and conflict resolution, they were confined to managerial-type responsibilities, 

or if curriculum and instruction were strengths, they were given tasks and responsibilities 

that aligned accordingly. Rarely were assistant principals given opportunities to grow 

outside of the area where they felt most confident.  

The response data collected in the research directly supports that not all assistant 

principals are given experiences that expand their leadership capacity to lead within all 

seven executive standards. Fifty-three percent of participants concluded managerial 

leadership was a standard to which they did not receive enough exposure, particularly as 

it pertained to school finance and budget. Forty-six percent of participants indicated 

instructional leadership was not a priority during their assistant principal experience, and 

26% indicated strategic leadership was an area where they received little to no exposure. 

To ensure assistant principals receive all-inclusive experiences, which expand all seven 

executive standards, a professional learning institute for assistant principals would be 

beneficial. The institute would take place once per month and include a variety of guest 

speakers, site visits, and real-world scenarios for these future principals to consider, all 

centered around the NCSSE. 

Within the institute, district leaders would provide professional development on 

all seven standards, as well as scenarios and experiences for assistant principals to 

practice together. Over 98% of total survey responses indicated principals routinely spent 

time fulfilling the practices identified in all seven primary executive standards. 
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Additionally, experiential learning was coded significantly higher than any other factor 

that positively influenced professional growth within the participants. Participant I-3 

stated in the interview portion of the research that their assistant principal experience 

certainly contributed to their professional growth; however, there are many facets of the 

principalship you cannot fully understand until you do it. Moreover, 100% of respondents 

concluded the experiences received as an assistant principal were not all-inclusive and 

did not cover all practices within the seven executive standards. Therefore, a proposed 

assistant principal institute that encompasses experiential training on all seven standards 

would provide an opportunity to gain hands-on experience that assistant principals may 

not receive as part of their routine tasks and responsibilities.  

Increased Professional Development for Principals. Additionally, the data gave 

noteworthy insight into the needs of current principals. While all standards have been 

identified as critical for the success of the school principal, current principals should 

receive ongoing professional growth opportunities in several standards to ensure their 

skillset and confidence are sufficient to lead necessary change. Quality professional 

development can give principals the skills needed to identify and respond to needs within 

the school (Sparks, 2020).  

One of the standards in which principals should receive ongoing professional 

development is instructional leadership. Cross and Rice (2000) concluded that schools 

that perform at a consistently high level are led by principals who emphasize and monitor 

instructional practices regularly. The mean response score for the instructional leadership 

standard was 4.13, indicating that principals spent significant time operating within 

instructional leadership; however, some may not feel fully equipped to alter the 
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instructional program or teaching practices within their respective schools. Specifically, 

46% of respondents indicated instructional leadership was an area in which they need 

more support. The participants who responded in this manner currently work at the 

secondary level or had a significant number of pre-principal experiences at the secondary 

level. If principals are to lead teaching and learning in their schools, districts must ensure 

they have the capacity to do so effectively. With that said, there were other specific 

standards identified that principals did not feel completely comfortable implementing, 

primarily due to a lack of exposure and training. 

Managerial and strategic leadership were other standards in which some 

principals did not feel adequately equipped to lead within their schools. For Participants 

I-1, I-2, I-5, I-6, I-9, I-11, I-12, and I-15, this included managerial leadership, specifically 

a lack of preparation on school budget and finance, whereas other participants, I-2, I-7, I-

9, and I-15, lacked confidence in organizing school improvement efforts and long-term 

goal setting and implementation, which falls under strategic leadership. For principals 

with a background in secondary education, I-3, I-5, I-6, I-9, I-11, I-12, and I-14, it was a 

lack of confidence to effectively implement instructional leadership in their building.  

It is recommended that current principals receive regular professional 

development on all seven leadership standards and be encouraged to seek professional 

development opportunities outside of the district. Districts should not imply that all 

current principals fully understand the executive standards, nor the tasks and 

responsibilities noted within them. The district should provide ongoing professional 

development on the executive standards to ensure principals continue to grow in the 

seven executive standards and are capable of leading effective schools.  
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Mentorship and Collaboration 

An additional recommendation for the district is to incorporate a formal 

mentorship program that includes training for current principals on their role as a mentor 

and how to share leadership experiences with their assistant principals. Levin et al. 

(2020) stated implementing a strong mentoring program is one way to effectively 

onboard administrators and ensure their success. As noted in this study, experiences 

directly impacted the confidence to lead within the tasks and responsibilities associated 

with each standard at the lead principal level, especially when given the chance to work 

collaboratively alongside their mentor principal. Participant I-8 concluded that their 

formal preparational program included a mentoring component that contributed 

immensely toward their professional growth and positively impacted their ability to lead 

as a first-year principal. Participant I-10 added the ability to work alongside a principal 

who allowed them to shadow closely gave them the confidence and skills to handle the 

daily demands of the position. 

Mentorship experiences provide enhanced self-awareness, encouragement, and 

valuable feedback for assistant principals as they remain aligned with the vision of the 

school and district (Longenecker & McCartney, 2020). Lead principals are directly 

responsible for assigning duties and responsibilities to their assistant principals and are 

tasked with developing their leadership capacity. Understanding the importance of the 

mentor/mentee relationship is vital, not only for the development of assistant principals 

but also for the success of the building-level principal (Levin & Bradley, 2019). 

A successful mentorship program will include professional development for 

principals on giving appropriate feedback, professional coaching, and distributive 
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leadership. Principals are not to be solely responsible for the implementation of the 

executive standards but should include their assistant principals in an effort to develop 

their skillset and also support the work of the principal. Principals will meet with the 

superintendent or other district-level personnel at least once per quarter to discuss the 

mentor/mentee relationship and their role in developing their assistant principal(s). 

Principals should also work alongside assistant principals and use their self-evaluation 

form to establish a workable plan to address the deficiencies in their leadership skillset.  

My study, along with supporting research, concludes the value of a mentor to an 

assistant principal is significant and plays a vital role in their professional growth and 

development. Specifically, the results from the study indicate that collaborative coaching 

and mentoring efforts strengthen professional growth opportunities for school 

administrators. Therefore, a formal mentor and coaching experience will be established in 

the district. Principals will be expected to serve as ongoing mentors for their assistant 

principals, encouraging regular conversation and informal dialogue around the daily 

experiences and tasks the administrative team experiences. To ensure lead principals are 

prepared to mentor their assistant principals, mentor principals will receive training and 

support on the importance of delegating responsibility, relinquishing control to allow 

assistant principals to grow and develop, giving appropriate feedback, and executive 

coaching.  

The assistant principal institute will also include an executive coaching and 

mentoring component in which participants will be assigned a mentor. The mentors will 

be district-level administrators (superintendent, assistant superintendent, and directors) 

who have spent time as school principals. This will provide all assistant principals a 
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chance to see how colleagues at other grade spans process situations and allow them to 

gain new perspectives on leadership as it pertains to the standards. Mentors will work 

closely with participants on the experiential components within the institute and will 

serve as a partner with whom they can bounce ideas and process their thinking. 

Additionally, mentors will provide specific and timely feedback on the participants’ 

work, contributing to their professional growth (Walters et al., 2019).  

The district will also provide opportunities for collaboration through formal and 

informal opportunities. Sixty percent of principals stated collaboration is beneficial to 

professional growth and the value of working alongside colleagues broadens the lens 

through which they view situations they encounter regularly. Therefore, participants will 

complete the institute together as a cohort and have opportunities to collaborate as 

professionals. Over the summer when school is not in session, it is recommended that 

assistant principals collaborate with colleagues outside of their grade span to discuss 

planning for the upcoming school year. This process alone will expose assistant 

principals to the intricacies involved in the budget preparation, scheduling, personnel 

assignments, and procedures used at different grade spans. Again, these types of 

experiences will broaden assistant principals’ perspectives and increase their capacity to 

lead at the elementary, middle, and high school levels.  

Leadership Opportunities 

My study concluded that school administrators value experiential learning and 

growth opportunities that allow them to take ownership of a project. When coupled with 

effective coaching, experiential learning opportunities, which can include productive 

failure, significantly impacts leadership development. My study confirmed that assistant 
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principals need to be assigned a project or task where they can take ownership, with 

coaching from their mentor principal. Specifically, Participant I-3 noted they would have 

benefited greatly if they would have been given an opportunity to lead something on their 

own, instead of always taking a support role to the principal. This participant stated they 

wish they would have been given ownership of an instructional problem in the school 

because they were not prepared to address instructional problems as a first-year principal. 

Allowing assistant principals to take responsibility for planning and executing specific 

tasks will build confidence to do the same when they transition to the principal position.  

I recommend the district provide opportunities for assistant principals to take 

formal leadership roles within the district to build their leadership capacity. For example, 

the district should utilize assistant principals to lead district-wide events such as Battle of 

the Books, science fairs, spelling bees, curriculum nights, and other scholastic events. 

Additionally, they should take a lead role in developing, planning, and implementing the 

summer learning program within the district. All participants stated having opportunities 

to lead and experience hands-on opportunities to learn was the most valuable contributor 

to their professional growth. Additionally, all 15 participants concluded hands-on 

experience is the most important contributor to their professional growth. Portin et al. 

(2003) concluded in their study that a majority of administrators felt their experiences 

prior to becoming a principal contributed most to their professional growth. Incorporating 

experiential learning for assistant principals and assigning them tasks and responsibilities 

they can fulfill as part of their routine assignments will provide them an opportunity to 

grow and learn in a low-risk environment with appropriate coaching. This will serve as a 

beneficial opportunity for assistant principals to take a lead role in planning and 
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executing district-wide events while building their professional capacity.  

Collaboration With University Preparation Programs 

 Santelli (2018) concluded in their research that formal training alone does not 

adequately prepare assistant principals for the transition to the principalship and could be 

the root cause of increased turnover. The district will take a proactive approach to meet 

with university-level principal preparation programs to open avenues of collaboration and 

conversation around principal preparation. While formal training may not fully prepare 

administrators for the daily demands, efforts should be made to enhance the formal 

education experience to ensure it aligns with the tasks and responsibilities of the lead 

principal.  

All 15 principals who participated in this research indicated that while their 

formal training and education positively contributed to their preparation, it was far from 

sufficient and lacked experiential components that encompassed the daily responsibilities 

and tasks principals encounter. As Participant I-10 noted, there are many tasks and 

responsibilities principals encounter that are difficult to mirror. Portin et al. (2003) 

affirmed in their research that school administrators felt their formal training had very 

little impact on their ability to perform their assigned duties as school administrators. 

Principals spend time and energy completing required formal training; therefore, it should 

reflect realistic school administrator experiences. It is recommended the district 

spearhead conversations with principal preparation programs and open lines of 

communication to discuss findings in this study and ways to improve the principal 

preparation experience.  
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Summary of Implications 

 The results from my study, along with research conducted in the literature review, 

have allowed me to establish meaningful implications for practitioners to consider. These 

implications, accompanied by specific recommendations, are summarized below. 

 The district should incorporate an assistant principal institute in which 

assistant principals gain professional development, along with hands-on 

experiential learning opportunities, all centered around the seven primary 

standards for school executives. The assistant principal institute should 

include executive coaching and mentoring throughout the program to enhance 

the learning experience.  

 The district should implement ongoing professional development for current 

principals on the NCSSE and encourage professional development 

opportunities beyond the school district that include opportunities for 

collaboration. 

 The district should establish a strong mentoring program that promotes 

collaborative coaching between principals and assistant principals. 

 The district should provide informal and formal opportunities for 

collaboration for current principals, assistant principals, and the district 

leadership team.  

 The district should provide formal leadership opportunities for assistant 

principals to lead district events. They should be given ownership and the 

responsibility to plan and execute the event with guidance from district 

leadership.  



113 

 

 

 

 The district should build avenues for collaboration with college and 

university-level preparation programs to strengthen the formal educational 

experience aspiring administrators receive.  

Limitations 

 The school district in which the survey was conducted is relatively small; 

therefore, the findings of the research were limited and should be used alongside other 

bodies of research to accurately form conclusions about principal preparation. 

Additionally, I served as the assistant superintendent of the district in which the research 

took place. Although I was not an evaluator of any of these administrators, participants 

may not have been completely forthright when responding. During the initial phase of 

participant selection, I communicated how important it was they were honest in their 

responses and that the findings from the surveys and interviews would only be used to 

strengthen the professional development within our school system.  

Additional limitations may include a lack of administrative experience from some 

of the educational leaders who participated in the study. Depending on the number of 

years spent in educational leadership, some administrator responses may be limited due 

to a lack of experience within the assistant principal role. Lastly, because of my role 

within the district, school leaders may have felt pressured to volunteer for the survey, and 

their results may have contained bias which could have skewed the results.  

Suggestions for Future Research  

 The body of work within this research project has contributed to the field of 

educational leadership and should be used alongside other relevant literature and 

academic studies to draw informed conclusions on principal preparation. Because this 
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study was limited to a rural school district in northwest North Carolina, additional 

research is needed to strengthen the impact of the study. 

Assistant Principal Perceptions 

 The research presented in this study focused specifically on the practices and 

perceptions of principals and their leadership pertaining to the NCSSE. Conducting a 

similar study in which assistant principals align their daily tasks and responsibilities with 

the seven executive standards would prompt further discussion about the types of roles 

and tasks they are assigned. It would also give more information on the variance between 

principal and assistant principal perceptions and could potentially establish exemplary 

mentor/mentee relationships that the district could research more extensively. The study 

would also allow current assistant principals to share their thoughts and ideas on their 

preparation and perceived ability to lead within the executive standards.  

Larger Participant Study 

 The participants identified for this study were principals in a rural school district 

in northwest North Carolina. To strengthen the research, similar studies should be 

expanded to cover different regions in the state in an effort to capture diverse 

perspectives. Conducting a regional or state-wide research project of a similar nature 

would yield results that could support or contradict the findings. Either way, a larger 

participant pool would provide more comprehensive research from which to draw 

informed conclusions.  

District Professional Development 

 The goal of this study was to examine principal perceptions of their ability to 

carry out the NCSSE as well as to determine how aligned their daily tasks and 
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responsibilities were to the NCSSE. A larger study of principal perceptions across the 

state of North Carolina would provide a substantial amount of data to consider. 

Additionally, conducting research on principal preparation and the impact of district 

professional development regarding the principals’ perceived abilities to lead would be 

beneficial to all school districts. Some districts provide a large amount of professional 

development for principals, while others do not. The topics covered within these 

professional development sessions can differ substantially; therefore, pinpointing district 

professional development programs and their relationship to principal perceptions could 

bring value to school systems as they determine their professional development efforts 

moving forward.  

Final Reflection 

 The purpose of this research study was to gain a comprehensive understanding of 

how the seven primary standards for North Carolina school executives align with the 

daily tasks and responsibilities school principals encounter. Additionally, I sought to 

identify the standards principals felt most confident implementing, and why. All this 

information was used to identify the changes needed in professional development for 

school administrators, particularly assistant principals as they transition to the 

principalship. Having knowledge of what principals value with regard to professional 

development was beneficial to establishing meaningful professional learning 

opportunities moving forward.  

 There was one research question along with three sub-questions that served as the 

focal point during the study. These questions were answered through a 21-item survey 

and/or an interview which consisted of seven questions. Each participant completed both 
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portions of the research and offered valuable information as I was able to establish 

themes and conclude findings that contributed to the overall purpose. The findings and 

conclusions are summarized below. 

1. The daily tasks and responsibilities of school principals are directly aligned 

with the best practices identified in the NCSSE.  

2. Principals feel the most confident implementing executive standards in which 

they had significant training and experience.  

3. Principals feel less confident implementing executive standards to which they 

had little to no exposure, training, or experience.  

4. Principals established there is a direct relationship between their experiences 

as an assistant principal and their confidence to lead as a first-year principal.  

5. Experiential, hands-on learning opportunities are needed to successfully 

implement an assistant principal professional development program.  

6. Opportunities for collaboration among colleagues are beneficial to the 

professional growth of school administrators.  

7. All seven primary executive standards should be included in the training of 

assistant principals.  

Conducting my study on assistant principal preparation has allowed me to 

introspectively assess the professional development currently offered to school 

administrators. Principals are influential to the success of the schools they lead, and 

sometimes, they are the most influential person who can impact student achievement 

within the school (Gendron, 2018). Therefore, it is the collective responsibility of the 

district leadership team, including the superintendent, senior leadership, and directors, to 
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equip assistant principals with the skills necessary that will provide a successful transition 

to the principalship. Education is critical to the development of students across the world. 

A quality educational experience provides immense opportunities for students to become 

highly skilled, impactful leaders. Districts must ensure future principals are equipped to 

deliver a dynamic and fruitful educational experience, prioritizing student development 

and academic success. This is an imperative step that we must take to invest in our 

future!  

 

 



118 

 

 

 

References 

Acton, K. S. (2020). School leaders as change agents: Do principals have the tools they 

need? Management in Education, 35(1), 43–51. 

https://doi.org/10.1177/0892020620927415  

Adams, C. (2020, March 30). What the research says about the best way to engage 

parents. The Hechinger Report. https://hechingerreport.org/what-the-research-

says-about-the-best-way-to-engage-parents/  

Agre, R. G. (2014). Partnering for success: The principals' role in beginning teacher-

mentor-principal relationships (Publication No. 3626176) [Doctoral dissertation, 

University of North Dakota]. UND Scholarly Commons. 

https://commons.und.edu/cgi/viewcontent.cgi?article=2499&context=theses   

Aguilar, E. (2016, March 22). Managing conflict in school leadership teams. Edutopia. 

https://www.edutopia.org/blog/managing-conflict-school-leadership-teams-elena-

aguilar  

Alexander, J. T. D., & Alexander, M. W. (n.d.). Six steps to an effective mentoring 

program. AASA. https://www.aasa.org/content.aspx?id=10502  

Alvoid, L., & Black, W. L. (2014, July 1). The changing role of the principal. Center for 

American Progress. https://www.americanprogress.org/article/the-changing-role-

of-the-principal/  



119 

 

 

 

American Institutes for Research. (2014, June 4). Schools with principals possessing 

strategic leadership skills more likely to report improvement, according to study 

of school improvement grant recipients. https://www.air.org/news/press-

release/schools-principals-possessing-strategic-leadership-skills-more-likely-

report  

Bartoletti, J. A., & Connelly, G. (2013). Leadership matters: What the research says 

about the importance of principal leadership. Leadership Matters. 

https://www.naesp.org/sites/default/files/LeadershipMatters.pdf  

Basileo, L. D. (2016). (rep.). Did you know? Your school's PLCs have a major impact. 

Learning Sciences International. https://www.hancock.stier.org/Downloads/PLC-

Report.pdf 

Batool, S., Khattak, S. R., & Saleem, Z. (2016). Impact of principal's age and 

administrative experience on conflict management styles at secondary school 

level. City University Research Journal, 6(2), 229–241.  

Benner, M., & Quirk, A. (2020, February 20). One size does not fit all. CAP. 

https://www.americanprogress.org/article/one-size-not-fit/  

Berkovich, I., & Eyal, O. (2017). The effects of principals’ communication practices on 

teachers’ emotional distress. Educational Management Administration & 

Leadership, 46(4), 642–658. https://doi.org/10.1177/1741143217694894  

Bolman, L. G., & Deal, T. E. (2008). Reframing organizations artistry, choice and 

leadership. Jossey-Bass.  



120 

 

 

 

Bradley, K., & Levin, S. (2019, June 5). Understanding and addressing principal turnover 

NASSP. https://www.nassp.org/2019/06/05/understanding-and-addressing-

principal-turnover/  

Canle, A. J. (2020, August 3). Making PD more meaningful through personalization. 

https://www.edutopia.org/article/making-pd-more-meaningful-through-

personalization  

Caruso, L. F. (2013). The micropolitics of educational change experienced by novice 

public middle school principals. NASSP Bulletin, 97(3), 218–252. 

https://doi.org/10.1177/0192636513483355  

Casto, H. G. (2016). "Just one more thing I have to do": School-community partnerships. 

School Community Journal, 26(1), 139–162.  

Cherry, K. (2022, June 27). What is a mean in psychology? Verywell Mind. 

https://www.verywellmind.com/what-is-a-mean-279537  

Coleman, J. (2017, November 28). Six components of a great corporate culture. Harvard 

Business Review https://hbr.org/2013/05/six-components-of-culture  

Cosner, S. (2011). Teacher learning, instructional considerations and principal 

communication: Lessons from a longitudinal study of collaborative data use by 

teachers. Educational Management Administration & Leadership, 39(5), 568–

589. https://doi.org/10.1177/1741143211408453  

Costelloe, S., & Cheng, I.-F. (2016). Partnering for student success: A practical guide to 

building effective school-based partnerships. 

https://williampennfoundation.org/sites/default/files/reports/Partnering%20for%2

0Student%20Success.pdf  



121 

 

 

 

Creswell, J. (2014). Research design: Qualitative, quantitative, and mixed methods 

approaches. Sage Publications.  

Cross, C. T., & Rice, R. C. (2000). The role of the principal as instructional leader in a 

standards-driven system. NASSP Bulletin, 84(620), 61–65. 

https://doi.org/10.1177/019263650008462007  

Cunningham, K. M. W., VanGronigen, B. A., Tucker, P. D., & Young, M. D. (2018). 

Using powerful learning experiences to prepare school leaders. Journal of 

Research on Leadership Education, 14(1), 74–97. 

https://doi.org/10.1177/1942775118819672  

Davis, J. (2008). A principal’s plan for mentoring novice teachers. National Association 

of Elementary School Principals. 

https://www.naesp.org/sites/default/files/resources/1/Principal/2008/M-Jp55.pdf  

Dayton, D. (2021, June 8). The importance of a principal as a communicator. Chron. 

https://work.chron.com/importance-principal-communicator-15798.html  

Deal, T. E., & Peterson, K. D. (2016). Shaping school culture. Jossey-Bass.  

deFur, S. (2012). Parents as collaborators; building partnerships with schools and 

community-based providers. Teaching Exceptional Children, 44(3), 58–67.  

Derrington, M. L. (2011). Changes in teacher evaluation: Implications for the principal's 

work. Delta Kappa Gamma Bulletin, 77(3), 51–54.  

Donohoo, J. (2017). Collective efficacy how educators' beliefs impact student learning. 

Corwin, a Sage Publishing Company.  

DuFour, R., DuFour, R., Eaker, R., & Many, T. (2006). Learning by doing: A handbook 

for professional learning communities at work. Solution Tree.  



122 

 

 

 

Dunaway, D. M., Kim, D.-H., & Szad, E. R. (2012). Perceptions of the purpose and value 

of the school improvement plan process. The Educational Forum, 76(2), 158–173. 

https://doi.org/10.1080/00131725.2011.652490  

Eller, J., & Eller, S. (2017, August 3). School culture: The essential element of successful 

schools. Solution Tree. https://www.solutiontree.com/blog/school-culture/  

Every Student Succeeds Act (ESSA). (2015). https://www.everystudentsucceedsact.org/  

Ezzani, M. D. (2019). Principal and teacher instructional leadership: A cultural shift. 

International Journal of Educational Management, 34(3), 576–585. 

https://doi.org/10.1108/ijem-02-2019-0071  

Farrell, A. F., & Collier, M. A. (2010). School personnel’s perceptions of family-school 

communication: A qualitative study. Improving Schools, 13(1), 4–20. 

https://doi.org/10.1177/1365480209352547  

Fernandez, K. E. (2009). Evaluating school improvement plans and their affect on 

academic performance. Educational Policy, 25(2), 338–367. 

https://doi.org/10.1177/0895904809351693  

Frost, J. (2022, May 30). Standard deviation: Interpretations and calculations. Statistics 

by Jim. https://statisticsbyjim.com/basics/standard-deviation/  

Fullan, M. (2018). The principal: Three keys to maximizing impact. Jossey-Bass.  

Gabriel, J. G., & Farmer, P. C. (2009). How to help your school thrive without breaking 

the bank. ASCD.  

Gendron, S. (2018, October 17). ESSA's focus on professional learning: Its impact on 

administrators. https://www.hmhco.com/blog/essas-focus-on-professional-

learning-how-does-it-affect-administrators  



123 

 

 

 

Giersch, J., & Dong, C. (2018). Principals’ preferences when hiring teachers: A conjoint 

experiment. Journal of Educational Administration, 56(4), 429–444. 

https://doi.org/10.1108/jea-06-2017-0074  

Gordana, S. (2020, July 30). Shaping school culture: How to build positive school 

culture. Unify High School. https://unifyhighschool.org/shaping-school-culture/  

Granados, A. (2021, June 15). Bill to law to classroom: How do we get there from here. 

EdNC. https://www.ednc.org/2021-06-15-legislation-to-law-to-classroom-how-

do-we-get-there-from-here/  

GriffinJordan, R. (2021). Secondary principal perceptions of preparatory experiences 

(Publication No. 28772142) [Doctoral dissertation, Gardner-Webb University]. 

ProQuest Central. 

Grissom, J. A., Egalite, A. J., & Lindsay, C. A. (2021). What great principals really do. 

ASCD. https://www.ascd.org/el/articles/what-great-principals-really-do  

Habegger, S. (2008). The principal’s role in successful schools: creating a positive 

school culture. National Association of Elementary School Principals. 

https://www.naesp.org/sites/default/files/resources/1/Principal/2008/S-O_p42.pdf  

Haberman, M. (2013, April 10). Why school culture matters, and how to improve it. 

HuffPost. https://www.huffpost.com/entry/why-school-culture-matter_b_3047318  

Hadden, K. (2007). How principals build capacity: Seven key elements to successful 

leadership. Alberta Teachers’ Association, 88(2). 

https://www.teachers.ab.ca/News%20Room/ata%20magazine/Volume%2088/Nu

mber%202/Articles/Pages/How%20Principals%20Build%20Capacity.aspx  



124 

 

 

 

Hallam, P. R., Smith, H. R., Hite, J. M., Hite, S. J., & Wilcox, B. R. (2015). Trust and 

collaboration in PLC teams. NASSP Bulletin, 99(3), 193–216. 

https://doi.org/10.1177/0192636515602330  

Hallinger, P., Heck, R. H., & Murphy, J. (2014). Teacher evaluation and school 

improvement: An analysis of the evidence. Educational Assessment, Evaluation 

and Accountability, 26(1), 5–28. https://doi.org/10.1007/s11092-013-9179-5  

Harbatkin, E., & Henry, G. T. (2019, October 18). The cascading effects of principal 

turnover on students and schools. Brown Center Chalkboard. 

https://www.brookings.edu/blog/brown-center-chalkboard/2019/10/21/the-

cascading-effects-of-principal-turnover-on-students-and-schools/  

Hart, W., Hoyle, S., & Martin, M. (2018, September). Five best practices for managing 

school finances. NASSP. https://www.nassp.org/publication/principal-

leadership/volume-19-2018-2019/principal-leadership-september-2018/role-call-

september-2018/  

Hayes, S. D., & Burkett, J. R. (2020). Almost a principal: Coaching and training assistant 

principals for the next level of leadership. Journal of School Leadership, 31(6), 

502–525. https://doi.org/10.1177/1052684620912673  

Holloway, T., & Sgambelluri, M. (2019, December 1). Distributed leadership from the 

top. NASSP. https://www.nassp.org/publication/principal-leadership/volume-

20/principal-leadership-december-2019/distributed-leadership-from-the-top/  

Howard, J. K. (2010). The relationship between school culture and the school library 

program: Four case studies. Research Journal of the American Association of 

School Librarians, 13, 1–21.  



125 

 

 

 

Hughes, R. L., Beatty, K. C., & Dinwoodie, D. L. (2014). Becoming a strategic leader 

your role in your organization's enduring success. Jossey-Bass.  

Hutton, B. J. (2020, May 19). Reculturing the assistant principalship. NASSP. 

https://www.nassp.org/2020/05/19/reculturing-the-assistant-principalship/  

Idris, O. S. (2018). The role of principal in school financial management: The current 

status. a case study in four public secondary schools in Zoba Debub, Eritrea. 

Journal of Education and Practice, 9(33), 53–60. 

https://iiste.org/Journals/index.php/JEP/article/download/45275/46719  

IRIS Center. (2022). How can school leaders implement changes that result in inclusive 

school environments? Author. 

https://iris.peabody.vanderbilt.edu/module/inc/cresource/q4/p08/##content  

Istaryatinigtias, I., & Rusin, R. (2021). The effect of head managerial leadership on 

teacher’s professionalism. Al-Ta Lim Journal, 28(2), 117–124. 

https://doi.org/10.15548/jt.v28i2.680  

Jack, I. F., & Ukaigwu, P. C. (2018). Conflict management strategies of principals for 

sustainable learning environment. European Journal of Research in Social 

Sciences, 6(6), 64–71. http://www.idpublications.org/wp-

content/uploads/2019/01/Full-Paper-CONFLICT-MANAGEMENT-

STRATEGIES-OF-PRINCIPALS-FOR-SUSTAINABLE-LEARNING.pdf  

Jenkins, B. (2009). What it takes to be an instructional leader. 

https://www.naesp.org/sites/default/files/J-F_p34.pdf  



126 

 

 

 

Jenkins, C. (2016). Principals' processes of creating successful professional learning 

communities in high-performing elementary schools (Publication No. 10255865) 

[Doctoral dissertation, Capella University]. ProQuest LLC.  

Jimenez, L., & Sargrad, S. (2017, March 3). A new vision for school accountability. 

Center for American Progress. 

https://www.americanprogress.org/issues/education-k-

12/reports/2017/03/03/427156/a-new-vision-for-school-accountability/  

Jones, L., Tones, S., & Foulkes, G. (2018). Mentoring associate teachers in initial teacher 

education: The value of dialogic feedback. International Journal of Mentoring 

and Coaching in Education, 7(2), 127–138. https://doi.org/10.1108/ijmce-07-

2017-0051  

Joyner, R. L., Rouse, W. A., Glatthorn, A. A., & Glatthorn, A. A. (2013). Writing the 

winning thesis or dissertation: A step-by-step guide. Corwin Press.  

Knight, J., van Nieuwerburgh, C., & Campbell, J. (2018). Can principals be coaches? 

Principal Connections, 22(2), 42–44. 

https://www.instructionalcoaching.com/downloads/pdfs/CanPrincipalsBeCoaches

.pdf 

Kock, N., Mayfield, M., Mayfield, J., Sexton, S., & De La Garza, L. M. (2018). 

Empathetic leadership: How leader emotional support and understanding 

influences follower performance. Journal of Leadership & Organizational 

Studies, 26(2), 217–236. https://doi.org/10.1177/1548051818806290  

Kouzes, J. M., & Posner, B. Z. (2017). The leadership challenge. John Wiley & Sons, 

Inc.  



127 

 

 

 

Lai, Y.-L., & Palmer, S. (2019). Psychology in executive coaching: An integrated 

literature review. Journal of Work-Applied Management, 11(2), 143–164. 

https://doi.org/10.1108/jwam-06-2019-0017  

LaMarco, N. (2018, November 19). The importance of human resource developments in 

education. Small Business. https://smallbusiness.chron.com/importance-human-

resource-developments-education-15293.html  

Lara, L., & Saracostti, M. (2019). Effect of parental involvement on children’s academic 

achievement in Chile. Frontiers in Psychology, 10. 

https://doi.org/10.3389/fpsyg.2019.01464  

Levin, S. (2021, April 14). Principals matter for schools and students. National Institute 

for Excellence in Teaching. 

https://www.niet.org/newsroom/show/blog/principals-matter-for-schools-students  

Levin, S., & Bradley, K. (2019, March 19). Understanding and addressing principal 

turnover: A review of the research. 

https://learningpolicyinstitute.org/product/nassp-understanding-addressing-

principal-turnover-review-research-report  

Levin, S., Bradley, K., & Scott, C. (2019, July 18). Principal turnover: Insights from 

current principals. https://learningpolicyinstitute.org/product/nassp-principal-

turnover-insights-brief  

Levin, S., Leung, M., Edgerton, A. K., & Scott, C. (2020, October 27). Elementary 

school principals' professional learning: Current Status and future needs. 

https://learningpolicyinstitute.org/product/elementary-school-principals-

professional-learning-report  



128 

 

 

 

Longenecker, C., & McCartney, M. (2020). The benefits of executive coaching: Voices 

from the C-suite. Strategic HR Review, 19(1), 22–27. https://doi.org/10.1108/shr-

06-2019-0048  

Lunenburg, F. C. (2010). The principal as instructional leader. National Forum of 

Educational and Supervision Journal, 27(4), 1.  

Lynch, M. (2016, August 19). 34 Points on strategic leadership in schools. The 

Edvocate. https://www.theedadvocate.org/34-points-on-strategic-leadership-in-

schools/  

Lynch, M. (2021, January 12). 6 Tips administrators can use to work through staff 

conflict. The Edvocate. https://www.theedadvocate.org/6-tips-administrators-can-

use-to-work-through-staff-conflict/  

Mabry, A. (2019, July 30). Effective hiring practices in education. Human Resource 

Exchange. https://www.tasb.org/services/hr-services/hrx/recruiting-and-

hiring/effective-hiring-practices-in-education.aspx  

Mason, R. W., & Schroeder, M. P. (2010). Principal hiring practices: Toward a reduction 

of uncertainty. The Clearing House: A Journal of Educational Strategies, Issues 

and Ideas, 83(5), 186–193. https://doi.org/10.1080/00098650903583727  

McBrayer, J. S., Jackson, T., Pannell, S. S., Sorgen, C. H., Gutierrez De Blume, A. P., & 

Melton, T. D. (2018). Balance of instructional and managerial tasks as it relates to 

school leaders' self-efficacy. Journal of School Leadership, 28(5), 596–618. 



129 

 

 

 

McCarthy, B. A. (2010). Mentoring’s critical components: four traditional teachers’, 

four alternate-route teachers’, and four mentors’ perspectives (Publication No. 

3409374) [Doctoral dissertation, Capella University]. ProQuest Dissertations & 

Theses Global. 

Miller, K. (2020, March 19). 5 Critical steps in the change management process. Harvard 

Business School Online. https://online.hbs.edu/blog/post/change-management-

process  

Moody, M. (2018, May 14). 5 ways to improve teacher evaluation systems. Edutopia. 

https://www.edutopia.org/article/5-ways-improve-teacher-evaluation-systems  

Moses, L. M. (2019, January 30). How trusting relationships advance school culture and 

influence student achievement. ASCD. https://www.ascd.org/blogs/how-trusting-

relationships-advance-school-culture-and-influence-student-achievement  

Murphy, I. P. (2021, September 1). What's my role? – Part 1. NAESP. 

https://www.naesp.org/resource/whats-my-role-part-1/  

North Carolina Department of Public Instruction and North Carolina State Board of 

Education. (2008). Principal self assessment evaluation. [PDF]. NCEES 

Information and Resources. https://sites.google.com/dpi.nc.gov/ncees-

information-and-resource/principals?authuser=0 

North Carolina Department of Public Instruction and North Carolina State Board of 

Education. (2013). North Carolina standards for school executives. 

https://www.dpi.nc.gov/media/507/download 



130 

 

 

 

North Carolina Department of Public Instruction and North Carolina State Board of 

Education. (2015, July). North Carolina school executive: Principal and assistant 

principal evaluation process. [PDF]. NCEES Information and Resources. 

https://sites.google.com/dpi.nc.gov/ncees-information-and-

resource/principals?authuser=0  

North Carolina State Board of Education. (2006, December 7). North Carolina standards 

for school administrators. NCEES Policies. 

https://sites.google.com/dpi.nc.gov/ncees-information-and-resource/principals  

Owens, B. (2020, December 6). Do you know your school's vision? Tips on making a 

meaningful mission statement (opinion). Education Week. 

https://www.edweek.org/education/opinion-do-you-know-your-schools-vision-

tips-on-making-a-meaningful-mission-statement/2017/11  

Owens, D. A. N. (2012). The impact of federal mandates on principals leadership styles: 

Is it real? NCPEA Education Leadership Review, 13(1). 

https://www.ncpeapublications.org/attachments/article/481/The%20Impact%20of

%20Federal%20Mandates%20on%20Principals%E2%80%99%20Leadership%20

Styles.pdf 

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood, K. 

(2013). Purposeful sampling for qualitative data collection and analysis in mixed 

method implementation research. Administration and Policy in Mental Health and 

Mental Health Services Research, 42(5), 533–544. 

https://doi.org/10.1007/s10488-013-0528-y  



131 

 

 

 

Pennsylvania School Boards Association. (2020). (rep.). PSBA special report: School 

district mandates: Their impact on public education. https://www.psba.org/wp-

content/uploads/2020/05/Mandate-report-2020-WEB.pdf 

Portin, B., Schneider, P., DeArmond, M., & Gundlach, L. (2003, September). Making 

sense of leading schools: A study of the school principalship. The Wallace 

Foundation. https://www.wallacefoundation.org/knowledge-center/pages/making-

sense-of-leading-schools-study-of-school-principalship.aspx  

Poynton, J., Kirkland, R., & Makela, C. (2018). Superintendents building trust and 

engagement in five public school communities. School Community Journal, 

28(2), 265–296. https://www.adi.org/journal/2018fw/PoyntonEtAlFall2018.pdf 

Quong, T., & Walker, A. (2010). Seven principles of strategic leadership. International 

Studies of Educational Administration, 38(1), 22-34. 

Rice, J. K. (2003). Teacher quality: Understanding the effectiveness of teacher attributes. 

Economic Policy Institute. 

https://www.epi.org/publication/books_teacher_quality_execsum_intro/  

Santelli, F. (2018, May 24). Four important findings on why principals matter. 

https://tnscore.org/four-important-findings-on-why-principals-matter/  

Schmoker, M. J. (2006). Results now: How we can achieve unprecedented improvements 

in teaching and learning. Association for Supervision and Curriculum 

Development.  

Schmoker, M. J. (2016). Leading with focus: Elevating the essentials for school and 

district improvement. Association for Supervision and Curriculum Development. 



132 

 

 

 

Schoonenboom, J., & Johnson, R. B. (2017). How to construct a mixed methods research 

design. KZfSS Kölner Zeitschrift Für Soziologie Und Sozialpsychologie, 69(S2), 

107–131. https://doi.org/10.1007/s11577-017-0454-1  

Schwanke, J. (2020, January 9). A community outreach plan for principals. ASCD. 

https://www.ascd.org/el/articles/a-community-outreach-plan-for-principals  

Serviss, J. (2021, May 13). 4 benefits of an active professional learning community. 

ISTE. https://www.iste.org/explore/professional-development/4-benefits-active-

professional-learning-community  

Shafer, L. (2018, July 23). What makes a good school culture? Usable Knowledge; 

Relevant research for today's educators. 

https://www.gse.harvard.edu/news/uk/18/07/what-makes-good-school-culture  

Shelton, S., & Welu, M. (2014, March). Building a school principal pipeline: Lessons 

from the field. Education Policy Brief. 

https://www.ncsl.org/documents/educ/BuildingSchoolPrincipalPipelineLessonfro

mtheFieldFINAL.pdf  

Simmons, A. O. D. (2019). The impact of instructional leadership on student reading 

success (Publication No.13856497) [Doctoral dissertation, University of South 

Alabama]. ProQuest LLC.  

Sparks, S. D. (2020, December 10). School climate: Missing link in principal training? 

Education Week. https://www.edweek.org/leadership/school-climate-missing-

link-in-principal-training/2013/03  



133 

 

 

 

Superville, D. R. (2019, September 24). For already burdened principals, budget control 

remains elusive. Education Week. https://www.edweek.org/leadership/for-

already-burdened-principals-budget-control-remains-elusive/2019/09  

Teacher Education Through School-Based Support in India. (n.d.). Perspective on 

leadership: Building a shared vision for your school. School Leadership. 

https://www.open.edu/openlearncreate/pluginfile.php/135939/mod_resource/cont

ent/4/SL11_AIE_Final.pdf  

Turnbull, B. J., Haslam, M. B., Arcaira, E. R., Riley, D. L., Sinclair, B., & Coleman, S. 

(2009). (rep.). Evaluation of the school administration manager project. The 

Wallace Foundation. https://www.wallacefoundation.org/knowledge-

center/Documents/Evaluation-of-the-School-Administration-Manager-Project.pdf.  

U.S. Food & Drug Administration. (2019). Institutional review boards (IRBs) and 

protection of human subjects in clinical trials. https://www.fda.gov/about-

fda/center-drug-evaluation-and-research-cder/institutional-review-boards-irbs-

and-protection-human-subjects-clinical-trials  

University of Massachusetts Global. (2020, April 1). How to create school vision 

statements that lead to long-term success. University of Massachusetts Global. 

https://www.umassglobal.edu/news-and-events/blog/how-to-craft-school-vision-

statements  

Visone, J. (2018). The development of problem-solving skills for aspiring educational 

leaders. Journal of Leadership Education, 17(4), 35–53. 

https://doi.org/10.12806/v17/i4/r3  



134 

 

 

 

Walker, J. (2009). Reorganizing leaders’ time: Does it create better schools for students? 

NASSP Bulletin, 93(4), 213–226. https://doi.org/10.1177/0192636510361639  

The Wallace Foundation. (2013). (rep.). The school principal as leader: Guiding schools 

to better teacher and learning. https://www.wallacefoundation.org/knowledge-

center/Documents/The-School-Principal-as-Leader-Guiding-Schools-to-Better-

Teaching-and-Learning-2nd-Ed.pdf  

Walters, W., Robinson, D. B., & Walters, J. (2019). Mentoring as meaningful 

professional development. International Journal of Mentoring and Coaching in 

Education, 9(1), 21–36. https://doi.org/10.1108/ijmce-01-2019-0005  

Westrich, K. (2017, August 18). Five examples of effective school communication 

strategies, on five different platforms. KnowledgeWorks. 

https://knowledgeworks.org/resources/effective-school-communication/  

Xu, X. (2018, September). Principal’s impact on student achievement. 

https://p14cdn4static.sharpschool.com/UserFiles/Servers/Server_917767/File/Pro

grams%20&%20Services/Professional%20Development/Tool%20Kit/TLE/1%20

Stronge-Principal_Impact_on_Student_Achievement_9_26_18.pdf  

 

 



135 

 

 

 

Appendix A 

 

North Carolina Standards for School Executives 



136 

 

 

 

 
 

 

 

 



137 

 

 

 

 
 

 

 



138 

 

 

 

 
 

 

 



139 

 

 

 

 
 

 

 

 



140 

 

 

 

 
 

 

 

 



141 

 

 

 

 
 

 

 

 



142 

 

 

 

 
 

 

 

 



143 

 

 

 

 
 

 

 



144 

 

 

 

 
 

 

 

 



145 

 

 

 

 
 

 

 



146 

 

 

 

 
 

 

 



147 

 

 

 

 
 

 

 

 



148 

 

 

 

Appendix B 

 

Permission to Use Survey Instrument 



149 

 

 

 

  



150 

 

 

 

Appendix C 

 

Examining Effective Practices Through the NCSSE 



151 

 

 

 

 

 

 



152 

 

 

 
 



153 

 

 

 

 



154 

 

 

 

 

 



155 

 

 

 
 



156 

 

 

 

 



157 

 

 

 

 



158 

 

 

 

 



159 

 

 

 

 
 

 

 

 

 

 

 

 

 



160 

 

 

 

Appendix D 

 

Interview Questions 



161 

 

 

 

Interview Questions  

 

Questions for All 

1. What experiences do you feel have been most beneficial in your professional 

growth as a school administrator?  
2. Of the seven primary Standards for North Carolina School Executives, which 

standards do you feel most confident in implementing, and why?  
3. Of the seven primary Standards for North Carolina School Executives, which 

standards do you feel you need the most support, and why? 
4. Which executive standards do you feel are most important for the success of a 

first-year principal, and why?  
5. What experiences, related to the Standards for North Carolina School Executives, 

do you wish you would have had as an assistant principal that would have better 

prepared you for the principalship?  
6. Please share any other information regarding your preparational experiences as an 

assistant principal as it relates to the ability to carry out the North Carolina 

Standards for School Executives.  

7. What other information would you like to share regarding the preparation of 

assistant principals?  
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